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Orientation – The changing world of work brought about by the technological 
advancements of the Fourth Industrial Revolution has made flexibility in terms of working 
arrangements a topical subject. The impact of the Covid-19 pandemic has exacerbated the 
application thereof. It seems likely that work-family conflict will be influenced by the 
lockdown that was instituted. Alternative, flexible work arrangements may play a role in the 
work-family conflict experienced by working mothers, and well-being outcomes for them. 
Research purpose – With the use of the Job-Demands Resources (JD-R) model, the 
study has aimed to establish flexible work arrangements as a job resource. The interaction 
effect of flexible work arrangements on the relationship between work-family conflict and 
well-being outcomes (burnout, work engagement and life satisfaction) were investigated. 
Motivation for the study – The study aimed to add to the existing knowledge base 
on working mothers in the workplace, and flexible work solutions. Due to the context within 
which the research took place, the study also adds to the knowledge base of the impact that 
the Covid-19 pandemic, and subsequent lockdown, had on working mothers. 
Research design, approach, and method – A quantitative, cross-sectional survey 
design was used. Surveys were distributed electronically and a final sample of n=183 could 
be utilised for analysis. Data were collected through a biographical questionnaire, the 
Maslach Burnout Inventory – General Survey (MBI-GS), the 9-item Utrecht Work 
Engagement Scale (UWES-9), the work-family conflict and family-work conflict scales, and 
the Satisfaction with Life Scale (SWLS). Moderated regression analyses were conducted to 
determine interaction effects. 
Main finding – Significant interaction effects were found for flexible lockdown work 
arrangements between work-family conflict and burnout, and for lockdown arrangements 
between work-family conflict and life satisfaction. Significant direct effects were found 
iv 
between family-work conflict and burnout, work-family conflict and work engagement, and 
family-work conflict and life satisfaction. 
Practical/managerial implications – The study demonstrates the role that working 
arrangements play in the experience of work-family conflict and subsequent well-being 
outcomes, especially under lockdown conditions. Employers should take these findings into 
account in their approach to work after the pandemic and the lockdown, when it is likely that 
organisations will continue to utilise a blended approach (remote working and office-based 
working) to work. 
 
Key words: work-family conflict, family-work conflict, flexible work arrangements, flexible 
lockdown work arrangements, burnout, work engagement, life satisfaction. 
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1 
Chapter 1: Introduction 
 
1.1 Chapter Introduction 
This chapter establishes a broad overview of the study and introduces the variables of 
interest. The problem statement is stated and the objectives of the study are defined. The 
research questions are presented and, finally, an overview of the layout of the dissertation is 
given. 
 
1.2 Background to the Study 
Following the First Industrial Revolution in the early 19th century (Lavassani & 
Movahedi, 2014), there has been a steady increase in the number of women entering the 
workplace. The International Labour Organisation (2019) indicates that about 48% of women 
are participating in labour worldwide. In South Africa trends are only marginally lower at 
43.8%. The reasons why women join the workplace are varied and include providing for their 
families (Chowdhury et al., 2019), to be financially secure and independent (Kaur & 
Venkateswaran, 2020), to form social relationships and have a sense of belonging (Moretto, 
2019), to feel accomplished by utilising their talents (Harvard, 2013), and for some, being 
publicly acknowledged for their status (Chaudhary, 2020). To work and earn an income thus 
have clear benefits for women. Nevertheless, employment also brought particular stressors 
with it. These include still having responsibility for the bulk of housework and childcare 
(Lamar et al., 2019), and workload, which includes high demands in terms of the quality of 
output and constant high expectations of quantity of work as well as working excessive hours 
(Park et al., 2020). This is particularly acutely felt by working mothers as they have to juggle 
many roles simultaneously (Kremer, 2016). 
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This juggling of demands and needs of the individual, the family and the organisation 
(Stone & Hernandez, 2013), and the subsequent stress caused by it, is known as work-family 
conflict. Work-family conflict is defined as conflict experienced between roles when the 
strain caused by either the work or family sphere is not compatible with the other (Greenhaus 
& Beutell, 1986). It has been shown to have a negative impact on the well-being of women, 
including psychological distress (Bilodeau & Marchand, 2020; Buehler & O’Brien, 2011), 
and various negative effects on health (Ahmed, 2019; Bakker et al., 2005). Two occupational 
well-being outcomes linked to job demands, such as work-family conflict, are burnout and 
work engagement (Bakker & Demerouti, 2016; Kahn, 1990). Burnout and work engagement 
are the two occupational well-being outcomes studied most often in conjunction with the Job 
Demands-Resources model (JD-R model) (Upadyaya et al., 2016; Xanthopoulou et al., 2009). 
These two occupational well-being outcomes, in turn, have been linked to the prediction of 
life satisfaction in general (Demerouti et al., 2001; Hakanen & Schaufeli, 2012). Although 
many well-being variables exist, life satisfaction has been considered an overall indication of 
positive well-being since it incorporates various spheres of life (Loewe et al., 2014; Strine et 
al., 2008), with financial security, family well-being, work well-being and health found to be 
the strongest predictors (Loewe et al., 2014). As recommended in earlier research, to not only 
focus on negative health aspects, but also on aspects related to quality of life and well-being, 
I incorporated work engagement and life satisfaction into my study (Hakanen & Schaufeli, 
2012). Life satisfaction has been found to be impacted negatively by work-family conflict 
(Schutte et al., 2019; Wong, 2011). One way in which work-family conflict can be reduced is 
through flexible working arrangements. 
Flexible working arrangements include any measures implemented or allowed by an 
employer that vary from the traditional nine-to-five, five days per week work arrangements. 
Among these are remote working, which is work that takes place external to the workplace, 
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but is linked to the place of work via virtual or computerised technology (Lautsch et al., 
2009). Other examples include half-day work, reduced hours, job sharing, part-time work or 
various versions of a compressed work week (Md-Sidin et al., 2010). Remote working has 
shown positive effects on role conflict, performance, turnover intentions and job satisfaction 
(Gajendran & Harrison, 2007). Flexible work designs have in some respects been found to 
enhance work-life balance (Ter Hoeven & Van Zoonen, 2015), a construct related to work-
family conflict, with other studies proving inconclusive (Ter Hoeven & Van Zoonen, 2015) 
(Shockley & Allen, 2007). However, few studies could be found that investigated whether 
flexible work arrangements could interact in the relationship between work-family conflict 
and outcomes such as work engagement, burnout and life satisfaction. 
The study was conceptualised prior to the onset of the Covid-19 pandemic in South 
Africa. As it became apparent that the impact of the pandemic on the context of the study 
would be far-reaching, the scope of the study was constrained to the Covid-19 period. The 
change in context in which the study would be conducted, necessitated the use of a narrower 
lens to explore the variables in question under these very specific and unusual circumstances. 
Working women had to adapt to bringing the office to their homes, with research 
suggesting that especially those women with small children experienced a downturn in 
productivity (Hedding et al., 2020). This could be because of the additional strain placed on 
working mothers to include childcare, work, household chores, as well as home-schooling, 
into their daily activities. As such, it could be expected that all of the variables in question 
would somehow have been affected during these testing times. The term “flexible work 
arrangement” therefore had to be reconceptualised as “flexible lockdown work 
arrangements”. This term refers to the working arrangements experienced by participants 
during the lockdown and includes various possibilities such as Full-time office based, Full-
time home, and Full- time home and office based, Half-day office based, Half day home, 
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Half-day home and office, and Shortened work week. Since the method had to be adapted 
based on the evolving nature of the period during which the research was conducted; please 
refer to Chapter 3 for more information. 
This study therefore aimed to investigate whether flexible lockdown work 
arrangements moderated the relationship between work-family conflict on the one hand, and 
burnout, work engagement and life satisfaction on the other. The JD-R model (Demerouti et 
al., 2001) was utilised as the theoretical framework for the study. Work-family conflict was 
conceptualised as a job demand, flexible lockdown work arrangements as a job resource, and 
burnout, work engagement and life satisfaction as the well-being outcomes under 
investigation. 
 
1.3 Problem Statement 
Many working women are mothers. The strain caused by women attempting to be the 
ideal spouse, mother and employee can lead to work-family conflict. Work-family conflict 
can have a negative impact on well-being outcomes such as burnout, work engagement and 
life satisfaction. Flexible work arrangements appear to be one way of solving this dilemma, 
with options such as half-day work, reduced hours, job sharing, remote working, part-time 
work, a compressed work week, and more. The use of these flexible work arrangements 
became more prominent during as well as following the lockdown. 
 
1.4 Objective 
The objective of this study was to explore the interaction effect of flexible lockdown 
work arrangements on the relationship between work-family conflict, and family-work 
conflict on the one hand, and burnout, work engagement and life satisfaction on the other, 
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among working mothers. The Covid-19 pandemic provided a unique opportunity to explore 
this relationship in the most unusual circumstances. 
 
1.5 Research Questions 
This study explored the following questions: 
1. Do flexible lockdown work arrangements moderate the relationship between work-
family conflict and burnout for working mothers? 
2. Do flexible lockdown work arrangements moderate the relationship between family-
work conflict and burnout for working mothers? 
3. Do flexible lockdown work arrangements moderate the relationship between work-
family conflict and work engagement for working mothers? 
4. Do flexible lockdown work arrangements moderate the relationship between family-
work conflict and work engagement for working mothers? 
5. Do flexible lockdown work arrangements moderate the relationship between work-
family conflict and life satisfaction for working mothers? 
6. Do flexible lockdown work arrangements moderate the relationship between family-
work conflict and life satisfaction for working mothers? 
 
1.6 Layout of Dissertation 
Following this chapter, an overview of the available literature of the variables in the 
study (work-family conflict, family-work conflict, burnout, work engagement, and life 
satisfaction) is provided in Chapter 2. The framework of the study, the JD-R Model, is also 
discussed. Chapter 3 describes the research methodology utilised to conduct the study. The 
research design, particulars pertaining to the participants, and the procedure followed are 
described. It also includes descriptions of the measurement instruments, the statistical 
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methods and procedures, and finally the ethical considerations of the study. Chapter 4 offers 
the overall results of the study, including the descriptive statistics, correlations, and results of 
the moderated and linear regression analyses. In Chapter 5 the main findings are discussed 
and linked to other research findings. Chapter 6 contains the synopsis of the study, the 
amalgamation of the findings, the implications of these findings, the limitations of the study, 
and recommendations for future research. 
 
1.7 Chapter Summary 
This chapter provided a background to the study. It introduced the context within 
which the study took place, as well as the variables and their relationships with each other. 
The problem statement was clarified and the research questions were defined. The chapter 
was concluded by means of a sketch of the layout of the remainder of the dissertation. 
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Chapter 2: Literature Study 
 
2.1 Introduction 
Chapter 1 provided a general overview of the study and presented the research 
problem. This chapter provides a summary of the current literature regarding the variables of 
interest, as well as details pertaining to the unique context within which the study took place. 
Since the timing and context are of particular significance, the chapter starts with an 
overview of current available research relating to the Covid-19 pandemic. This is followed by 
research relating to women in the workplace, work-family and family-work conflict and 
flexible work arrangements, with mention in each section of how this was impacted by the 
pandemic and how the pandemic increased the speed of change already emerging through the 
Fourth Industrial Revolution. Following this, an overview of the JD-R model, which provides 
a framework for the study, is presented. The well-being outcomes, burnout, engagement and 
life satisfaction are then discussed, as well as their relationships with work-family and 
family-work conflict. Finally, flexible work arrangements are presented, as well as how 
Covid-19 changed these work arrangements. 
 
Covid-19 
The end of 2019 will be earmarked globally as a period of significant and unimagined 
change. A virus named Severe Acute Respiratory Syndrome Coronavirus 2 (SARS-CoV-2) 
spread its way through China. The disease caused by this virus would soon become a 
household name, as it spread throughout the world like wildfire. Commonly referred to as 
Coronavirus Disease 2019 (Covid-19) (Sheposh, 2020), it is believed to have had its origin in 
animals, and was traced to a market in China, although other theories exist. The effects of the 
virus on humans vary considerably. 
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It was soon realised that the main age group at risk of experiencing severe symptoms 
and death because of the virus was those over the age of 65. Various comorbidities were also 
identified as risk factors. This included chronic or underlying diseases that have 
compromised the immune system (Sheposh, 2020). Many, although not all of the victims 
suffering severe illness, would fall into this category. Symptoms could ultimately lead to 
pneumonia, kidney failure and death. This being said, many only experience mild flu-like 
symptoms and a large number might not even realise that they are ill (Sheposh, 2020). 
Following the first report of a Covid-19-related death on 11 January 2020 and a flood 
of subsequent deaths, the World Health Organization (www.who.int) issued an international 
public health emergency. By March 2020, this same organisation declared the outbreak a 
pandemic. By January 2021, no country in the world could escape its path and the live World 
Health Organization’s dashboard indicated 93,956,883 confirmed cases and 2,029,084 deaths. 
Based on statistical analysis of available data as well as risk assessments conducted 
by countries taking their own context into consideration, various mitigating approaches were 
implemented and followed (Sheposh, 2020). The main purpose of these approaches was to 
buy time, giving healthcare systems the opportunity to prepare and flatten the curve. This 
included prohibiting traveling, both locally and internationally, going so far as to completely 
close borders and airports, schools and businesses. These measures, referred to as lockdowns, 
went so far as to force people to stay in their houses and only to leave to acquire basic food 
and health services. Lockdowns were implemented to varying degrees as the spread of the 
virus went through a number of peak periods (Sheposh, 2020). 
The timeline of events is of particular importance since this study was conducted 
between January 2020 and January 2021. Some important dates will be highlighted here 
(https://www.sahistory.org.za/). On 15 March 2020, a national state of disaster was declared 
in South Africa, and starting 27 March 2020, the country embarked on a 21-day full 
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lockdown (called Level 5). During this period nobody was allowed to leave their homes other 
than to acquire essential services or food. On 9 April 2020, the country’s president made an 
announcement informing citizen of a further 14-day extension to the lockdown. On 1 May 
2020, the lockdown level was changed to Level 4; during this level some businesses were 
allowed to operate and limited recreational activities were allowed. One month later, on 1 
June 2020, the country moved to Level 3. On 19 July 2020, South Africa, with 360 000 
confirmed cases, became the fifth worst affected country globally, resulting in a decision to 
close schools for an extended period. Only by 15 August 2020 did Level 2 regulations come 
into effect and by 20 September 2020 the country was moved to Level 1. By December 2020 
indications of a second wave were starting to emerge and restrictions, although not as 
stringent as during the first wave, were put in place in an attempt to reduce the spread of the 
virus (Turner et al., 2020). During all these levels, wherever it was possible, employees were 
requested or encouraged to work from home. 
Working from home and other forms of flexible work arrangements were viewed as 
possibilities for the future (Marr, 2019), but they suddenly became the norm. Although first 
seen as a short-term solution as a response to the emergency experienced, it was soon realised 
that the pandemic was not going away any time soon. For some time already technology has 
opened up opportunities for working remotely (Lautsch et al., 2009) and allowed 
organisations to start experimenting with various forms of flexible work arrangements. 
During the various levels of the lockdown, the length of time working from home varied. 
During level 5 many employees would spend all of their working time working from home; 
as the levels were eased some organisations would work on a rotation basis or determine the 
need for a physical presence based on the requirements of the role, altering patterns of work 
continuously (Sheposh, 2020). Refer to Table 3.2 for the various patterns considered in the 
study. More relevant and innovative approaches continue to emerge. 
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The pandemic will undoubtedly have long-lasting implications going forward. 
Changes in systems of education, changes in the world of work and even changes in the 
dynamics of families are already being studied (Sheposh, 2020). One significant way in 
which the pandemic influenced working mothers is by changing their work-home dynamic 
from being office-based to being home-based. As children could not attend school, parents 
were also tasked with home-schooling their children. These new arrangements and demands 
could be expected to have impacted on the well-being of working mothers significantly, with 
burnout and work engagement having a strong link to life satisfaction (Demerouti et al., 
2001; Hakanen & Schaufeli, 2012), and life satisfaction being a predictor of overall well-
being (Loewe et al., 2014; Strine et al., 2008). Various of the previously identified predictors 
of life satisfaction were severely impacted by the lockdown; these include, for example, 
financial security, family well-being, work well-being and health (Loewe et al., 2014). 
 
2.2 Women in the Workplace 
When considering the history of the world, there has been a steady escalation in the 
number of women entering the workplace. This trend emerged following the First Industrial 
Revolution in the early 19th century and is continuing to this day (Lavassani & Movahedi, 
2014). Women have come a long way since those early days, with recent statistics 
(International Labour Organisation, 2019) demonstrating that the labour force participation 
rate of women stands at 48%. This means that globally, 2.4 in five of people who form part of 
the labour force are women. The latest report by Statistics South Africa (Statistics SA [Stats 
SA], 2018) indicates that South African trends are marginally lower than world trends, with 
women comprising 43.8% of South African labour participants. The report also indicates that 
in South Africa, women occupy 32% of available managerial positions, meaning that women 
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are not only increasingly entering the workplace, but also climbing the corporate ladder. 
Various factors contribute to this. 
Globally, there is a need to eliminate gender inequality and empower women 
(https://www.unwomen.org). This prompted organisations like the World Health 
Organization and the United Nations to include these points in their Millennium 
Development Goals and subsequently their Sustainable Development Goals 
(https://www.unwomen.org). The consistent implementation of initiatives related to these 
goals will result in continuation of the global decrease in the gender gap in the workplace. 
South Africa’s strategy to transform the economy includes the empowerment and 
involvement of women in the economy (https://www.za.undp.org). Legislation implemented 
to speed up this process, for instance the Employment Equity Act No. 55 of 1998 
(Employment Equity Act, 1998) and the Skills Development Act No. 97 of 1998 (Skills 
Development Act, 1998) will continue to support this strategy. Unlike their predecessors at 
the turn of the 19th century, women today have a multitude of options regarding the lives 
they want to lead and the careers they want to choose. Unfortunately, in many instances the 
reason they enter the labour market is because of a necessity rather than a choice. 
There are various personal reasons for women to enter the labour market. Firstly, as 
an attempt to make ends meet and to provide in the basic physiological or material needs of 
their families, women embark on a journey into the employment sector. Economic pressure 
created by the high cost of living still necessitates dual income households to provide food, 
clothing, shelter, and so on, for the family (Chowdhury et al., 2019; Karimi & Nouri, 2009; 
Moretto, 2019). Women also want to be able to meet the health and wellness needs of their 
families (Ohu et al., 2019). 
Secondly, women have a need for safety and security. This includes the need to be 
financially secure and independent (Kaur & Venkateswaran, 2020). 
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Thirdly, women have a need to form meaningful social relationships. In the 
employment environment, they form long-term connections through teamwork and 
comradery created by working towards a common goal. A Gallup Survey cited by Moretto 
(2019) and Nelson (2019) reported that belongingness is one of the key motivations for 
women to work. 
Fourthly, a woman’s self-fulfilment needs also drive her to enter the job market. This 
need equates to a feeling of accomplishment through recognition for achievements, inputs 
and talents (Harvard, 2013). Work becomes a way to achieve self-actualisation, to show one’s 
worth and to contribute to society. Women have a need to grow, develop and meet their full 
potential. Many women have a need for the experience of work, more than for the monetary 
reward the labour provides (Neck & Milliman, 1994; Van der Walt, 2018). Work can in this 
context be seen as creating enrichment (Carlson et al., 2010; Zhou & Buehler, 2016). The 
desires for social recognition, public acknowledgement of status (Chaudhary, 2020), and 
independence (Kaur & Venkateswaran, 2020) are also met. It is clear that work can be 
extremely beneficial to women; however, it does not come without its costs. 
Women, and especially working mothers, experience significant tension due to the 
different roles they need to fulfil (Kremer, 2016). These roles include wife, mother, teacher, 
cook, cleaner, and nurse, amongst others, while also performing at work (Glaser & Hecht, 
2013; Kaur & Venkateswaran, 2020). Working mothers still have the responsibility for the 
bulk of the housekeeping and tasks related to care of the children (Lamar et al., 2019; Zhou et 
al., 2018). This became even more expressed during the Covid-19 lockdown, as many women 
who have domestic workers had to make do without them during this period, and they were 
required to work from home with childcare also becoming unavailable. Furthermore, 
additional responsibilities, such as home-schooling, were added to the list of responsibilities. 
(Khwela-Mdluli & Beharry-Ramraj, 2020). Studies found that challenges of child rearing 
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create a distraction which can impact on the productivity of the working mother (Kaur & 
Venkateswaran, 2020). They also experience tension because they have limited time to 
devote to their children (Jasmine & Deepa, 2020). Women still experience gender-specific 
challenges in the workplace; these include sexual harassment, gender pay gap differences and 
bullying (Raja & Kanagaraj, 2020). All of these influences can leave a working mother 
stressed and anxious (Kaur & Venkateswaran, 2020). 
The stress created by role conflict and other work-related pressure can lead to a 
multitude of negative consequences (Jasmine & Deepa, 2020). The inability to find balance 
can make women feel literally and emotionally trapped, causing guilt, anxiety, and 
exhaustion, and place them at an increased risk of mental illness (Burris, 1986; Glaser & 
Hecht, 2013; Harvey et al., 2017). Self-esteem can also be influenced negatively (Moretti, 
2019), with these pressures creating self-doubt regarding one’s ability to perform in 
traditional gender roles, thereby slaying the ideal of being a good mother, wife and employee 
(Glaser & Hecht, 2013). A construct that is used widely to explain the tension women 
experience between work and family/household, is work-family conflict. 
 
2.3 Work-Family Conflict 
Studies relating to work-family and family-work conflict started in the late 19th 
century following the advent of industrialisation (Kleinberg, 1991). The focus of research at 
the time was the impact on the mother, who went from creating an income from within the 
home to going outside the home to earn a living (Kleinberg, 1991). As time went by and as 
the influx of women into the workplace continued, this remained a topic of interest for many 
researchers, with more complex variables coming into play as time went on. Work and family 
are two domains which are of significant importance in the life of most women. When 
difficulty is encountered in attempting to combine the two, the negative outcome is 
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experienced as conflict (Amiruddin, 2019). A widely accepted and applied definition of 
work-family conflict describes it as conflict experienced between roles when the strain 
caused by either the work or family sphere is not compatible with the other in some way 
(Greenhaus & Beutell, 1986). This conflict can be bi-directional. Firstly, in family-to-work 
conflict, the pressure has an impact on the workplace and is as a result of family 
commitments. Contrastingly, in work-family conflict, the requirements at work negatively 
influence the needs of the family. Work-family conflict is the umbrella term that can refer to 
both. 
The view of researchers regarding the association amongst work and family and 
family and work has evolved over the years (Lavassani & Movahedi, 2014). The initial view 
(starting in the early 1900s) was that of conflict. This era of research focused only on the 
negative result work had on the family and attempts were made to keep work and family 
apart (Demerath, 1966). Following this view, by the late 1960s critics adopted the 
compensation view, arguing that it is not always possible to separate work from family, and 
that a lack of satisfaction in either the home or work spheres could result in compensation by 
seeking the satisfaction in the other. It also emerged that making a decision to focus on and 
excel in one sphere could result in the neglect of the other sphere (Goldsmith, 2007; 
Kabanoff, 1980; Poduval & Poduval, 2009). 
Following this period, the popular view of the work-family relationship became the 
view of balance. Since the late 1980s, the ever-elusive ideal of work-to-life-balance has been 
synonymous with the life of the working mother. Following exploration of the available 
literature, a definition of work-to-life balance (Kalliath & Brough, 2008, p. 326) is “the 
individual perception that work and non-work activities are compatible and promote growth 
in accordance with an individual’s current life priorities”. In this period, other concepts were 
identified related to the work-family relationship. One concept is work-family spill-over, 
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which is the positive or negative effect on feelings, conduct, abilities and approaches in either 
the work or family sphere created by an event in the other (Crouter, 1984; Glowinkowski & 
Cooper, 1986; Hart, 1999). 
During Covid-19 and the subsequent lockdowns, work-life balance is being 
challenged, and work-family conflict can be expected to be exacerbated by the fact that work 
and family now also occur in the same space, namely the home. 
Literature demonstrates factors that have been linked to an increase in work-family 
conflict (Stone & Hernandez, 2013), including long working hours (Amiruddin, 2019; 
Andreassi, 2011; Padavic et al., 2020), low positive affect or negative affect and low self-
esteem (Bilodeau & Marchand, 2020), and inadequate coping styles and time management 
skills (Byron, 2005). 
In the family sphere, studies have found that variables that predict work-family 
conflict and family-work conflict, include the age of the youngest child (Byron, 2005; Eckart 
& Ziomek-Daigle, 2018). Having a child under the age of 6 (Greenhause & Kopelman, 1981; 
Kirrane & Buckley, 2004), children with atypical development, (Brown, 2014; Scott, 2018), 
or troubled children (Bilodeau & Marchand, 2020) increased the correlation significantly. 
Support from a spouse has been found to ease the strain (Park et al., 2020), although a 
perception of less involvement or time spent on household errands by a spouse increases 
work-family conflict in both men and women (Cerrato & Cifre, 2018). 
Organisational demands contribute largely to work-family conflict. Many 
organisations still prescribe to the archaic views of the “ideal worker”. This worker is 
required to be available to work 24/7 whenever and wherever the employer needs them 
(Scott, 2018). 
Studies indicate that workload and demands on time through overtime (Raja & 
Kanagaraj, 2020) lead to an increase in the experience of work-family conflict. Inflexible 
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policies, which do not address the needs of mothers (Stone & Hernandez, 2013), exacerbate 
the problem. Management or supervision style also contributes to the strain (Raja & 
Kanagaraj, 2020). Financial pressure and insecurity is yet another additional antecedent to 
work-family conflict (Odle-Dusseau et al., 2018). During lockdown, various of these factors 
could have been expected to increase work-family conflict. Increased demands on time, such 
as household chores and home-schooling of children, could be expected to have played a role. 
Organisational demands, uncertainty around expectations, policies which had to be adjusted 
as the situation unfolded, as well as management without the necessary knowledge and skill 
to guide and direct a remote workforce, could all have been expected to impact on work-
family conflict. In addition to this, the financial pressure experienced by many during this 
period could also be expected to play a role, with many having to accept pay cuts or losing 
their jobs. 
The strain caused by work-family conflict and family-work conflict can be linked to 
various personal negative outcomes. Firstly, there is a distinct indication that the conflict 
working mothers experience is positively and clearly associated with psychological distress 
and dissatisfaction with life (Bilodeau & Marchand, 2020; Davis et al., 2017). On a 
physiological level, excessive levels of work stress could possibly have negative effects on 
health (Ahmed, 2019). This can include fatigue, stomach ulcers, migraines, teeth grinding 
and decreased sex drive, and also negative feelings such as apathy, anger, anxiety, stress and 
burnout (Balogun, 2019; Boles et al., 1997; Davis et al., 2017; Zhou et al., 2018). A recent 
study concluded that long-term endurance of work-family conflict influences cognition in 
later life negatively (Ice et al., 2020). All these consequences can spill over to the family 
sphere. 
Spill-over (Hart, 1999), as mentioned earlier, is the process where experiences or 
emotions from one sphere of a person’s life get transferred to another sphere. This 
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transference can be both helpful and adverse. The individual experiences mentioned above, 
when spilled over to the family sphere, could result in negative consequences, such as marital 
dissatisfaction and conflict. It could also cause challenges with parenting or even destructive 
parenting (Brown, 2014; Byron, 2005; Cerrato & Cifre, 2018; Darcy & McCarthy, 2007). 
Conversely, learnings, experiences, abilities and skills that an employee gains from the work 
environment may have a positive effect when implemented in the family sphere (Martinez-
Sanchez et al., 2018; Powell et al., 2018). An example of this is the development of conflict 
resolution skills at work, which can spill over to the family, resulting in resolving conflict 
within the family. Studies found this could lead to better psychological as well as emotional 
well-being, and as a result, job satisfaction would increase (Ballout, 2008). 
Work-family conflict can have an indirect effect on the bottom line of an organisation. 
Studies indicate a positive relationship or correlation between work-family conflict and 
dissatisfaction with the job, and also turnover intention (Davis et al., 2017; Raja & Kanagaraj, 
2020). This, in turn, has also been linked to burnout (Netemeyer et al., 1996; Visser & 
Rothmann, 2008). When an employee resigns, the estimated cost of replacing that employee 
can amount to 1.5 to 2.5 times the employee’s total salary (Cascio, 2006), depending on the 
level of employment. This is if you include the cost of recruitment and training, as well as the 
lost productivity. 
Studies have found that work-family conflict leads to decreased performance and 
productivity (Amiruddin, 2019; Boles et al., 1997; Zawawi & Aziz, 2020). Further studies 
confirm positive relationships with tardiness, absenteeism, poor morale and disengagement 
(Barnett, 1998; Boyar et al., 2008), all translatable into monetary value. Working mothers 
have a need to establish a balance between work and life, and the absence of opportunities to 
create this will lead to a decline in work commitment. In fact, latest trends indicate that many 
women value career development and high salaries less that flexibility and work-life balance 
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(Wayne & Casper, 2016) and many women continue to prioritise their family instead of their 
careers (Bhatnagar & Rajadhyaksha, 2001; Radhakrishnan, 2009). Employers are at risk of 
losing competent and valuable team members to competitors or other companies that will 
meet their expectations of finding balance (Ballout, 2008). During lockdown finding this 
balance could have been even more difficult with the mentioned additional responsibilities, 
such as home schooling as a result of the extended periods of school closures. 
Various moderators have been identified related to work-family and family-work 
conflict. In the relationship between work-family conflict, conscientiousness (Opie & Henn, 
2013) was found to moderate the relationship between work-family conflict and work 
engagement negatively. Family support (Zawawi et al., 2020) was found to moderate the 
relationship between work-family conflict and decreased job performance. Gender was found 
to moderate the relationship between work-family conflict and role ambiguity and role 
conflict, which relate to job satisfaction (Boles, et al., 2003). Support by a spouse or partner 
was found to moderate the relationship between relationship complications and work-family 
conflict, and support from a superior was found to interact in the connection between 
partnership problems and family-work conflict (Seiger & Wiese, 2009). Gender was found to 
interact between schedule flexibility and work-family conflict, with women experiencing a 
significantly more pronounced relationship than men (Carlson et al., 2010). 
Repetitive thought, perceived stress (Davis et al., 2017), and negative affect (Ahmed, 
2019) were found to mediate individual health. In the meta-analysis studying the relationship 
between telework or remote working and the individual outcomes of job satisfaction, 
performance on the job, intention to resign leading to turnover, role stress and perceived 
career prospects, various psychological mediators were identified. These included perceived 
independence, work-family conflict and quality of relationships with colleagues (Gajendran 
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& Harrison, 2007). These studies indicate a shift from the focus on the typical nine-to-five 
workday to more flexible approaches in future. The lockdown sped up this shift significantly. 
 
2.4 Flexible Work Arrangements 
Numerous studies have suggested a need for change in the way organisations 
implement work arrangements and policies (Davis et al., 2017; Mee Choo et al., 2016) to 
specifically consider the needs of working mothers (Stone & Hernandez, 2013). These 
changes can contribute to mitigating the negative effects of work-family and family-work 
conflict and can have a positive effect on work-family enrichment and work-family conflict 
(Martinez-Sanchez et al., 2018). 
Flexible work arrangements and changes in policy will also be necessary based on the 
changes caused by the Fourth Industrial Revolution, and the significant changes in the way 
we conduct work (Marr, 2019), also in the post Covid-19 era. 
The Fourth Industrial Revolution signifies an era of substantial change (Marr, 2019). 
These changes have an impact on the workplace, and we have yet to imagine most of the 
changes the new world of work will bring. Artificial intelligence, machine learning and 
autonomous systems will undoubtedly have an impact on how the world of work functions 
(Marr, 2019). Many of the developments will allow organisations to implement more 
flexibility in their work arrangements and policies (Lautsch et al., 2009; Marr, 2019). The 
unexpected and sudden onset of lockdowns sped up the changes that the Fourth Industrial 
Revolution brought to the world of work as it relates to remote work through technology. All 
the implications of this remain unidentified and as they unfold, the workforce will have to 
continue to adapt (Marr, 2019). Change creates uncertainty, but it undoubtedly also creates 
immense opportunities to do things differently in the workplace (Marr, 2019; Moretto, 2019). 
The initial industrial revolution took women out of the home for work. The latest trends 
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indicate that the Fourth Industrial Revolution might be taking them back into the home (Marr, 
2019) (however, while still doing formal, paid work). 
The change from a typical nine-to-five workday to increased flexible working is 
evident in workplaces around the world (Marr, 2019). Current technology, such as e-mail, 
smartphones and other digital devices (Park et al., 2020) is associated with changes in the 
behaviour of employers and employees. These devices have made it possible for employees 
to work from anywhere at any time, including from the home (Park et al., 2020). This is an 
indication of the eruption of the Fourth Industrial Revolution already having an immense 
impact on the workplace, with a study by the Korean Labor Institute (KLI) indicating that 
70.3% of employees perform work activities after hours (Moretto, 2019). 
These flexible work arrangements could include flexibility to allow working mothers 
the opportunity to balance their responsibilities (Powell et al., 2018; Stone & Hernandez, 
2013). Technology makes it possible for organisations to implement flexibility effectively in 
various forms. These days it is possible to create decentralised workforces (Marr, 2019), as 
was evident during the extended Covid-19 lockdown periods globally. Workers can perform 
their functions at any location and at any time, even from home; this is referred to as remote 
working (Marr, 2019). Connectivity to the internet, mobile devices, laptop computers, 
smartphones and related technologies make this option very easy. The flexibility this allows 
can take on various forms, and various alternatives to full-time employment exist. These 
include remote working and schedule flexibility, which includes variable start and end times, 
job sharing, where two people share responsibilities associated with one role (and can take 
the form of half day or ¾ day arrangements), and compressed workweeks (Scott, 2018), 
where employees would only work four days a week. 
In the past, permissible flexibility usually had five interconnected components (Pierce 
& Newstrom, 1983). It included firstly a range of permissible working hours within which 
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work needed to be performed (e.g. 05:00 – 20:00). Secondly, there was a crucial time during 
which all employees needed to be at the office (e.g. 10:00 – 14:00). Thirdly, some flexibility 
allowing employees to make decisions regarding their schedules within the permissible range 
was allowed. Fourthly, staff was allowed carry-over of hours if excess time was worked. 
Lastly, employees were given freedom to change their schedules without constantly needing 
approval from management. Companies have since experimented with various versions and 
combinations of these and other options in an attempt to create the landscape of the world of 
work post Covid-19. 
The phenomenon of remote working is described in literature as telework or 
flexibilisation (Lautsch et al., 2009). It is work that takes place external to the workplace, but 
is linked to the place of work via telecommunications or computerised technology (Lautsch et 
al., 2009). Another form of flexibility that the Fourth Industrial Revolution brings with it is 
fluid gigs, or what is referred to as the gig economy (Gajendran & Harrison, 2007). This 
describes organisations operating on project management principles. Employees function as 
contractors or freelancers and can have several roles, which they perform when and where 
required. Many women are also self-employed (Poggesi et al., 2019), and can perform their 
duties from home or be office-based. It is increasingly prevalent to find flexible work 
arrangements in organisations to assist employees with the harmonising of work-family 
demands (Lautsch et al., 2009). Where organisations were resisting the possibilities, the 
Covid-19 pandemic pushed organisations to embrace this approach. 
Evidence indicates that flexibility created by remote working policies results in 
valuable improvements in perceived autonomy and work-family conflict (Buehler & O’Brien, 
2011; Gajendran & Harrison, 2007). Part-time working mothers also report less depressive 
symptoms and perceive their overall general health to be better than those of mothers 
working full-time (Buehler & O’Brien, 2011). Telework also shows positive effects on role 
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conflict, performance, turnover intentions and job satisfaction (Gajendran & Harrison, 2007). 
These effects are heightened if remote working takes place more than two and a half days in a 
week (Gajendran & Harrison, 2007). 
Contrary to this, other studies find various negative consequences related to remote 
working. Remote working, and specifically smartphone use after work, creates a perception 
of higher levels of stress based on time and work-family conflict and role conflict, as well as 
bodily and mental conflict (Park et al., 2020). This can be ascribed to high levels of overtime 
(Abendroth & Reimann, 2018; Conway & Sturges, 2014), pressure and expectations to 
perform and increased workload (Derks et al., 2014). This can be intensified due to a lack of 
boundaries (Park et al., 2020). Some workers feel they should have the “right to disconnect” 
following a day at work (Park et al., 2020). This highlights the need for ethical guidelines 
regulating the use of technology for work after hours (Park et al., 2020). 
Working from home was found to have varied impacts on mental health, for some 
positive and for some negative. Moderators having an impact on this includes family-work 
conflict, social support and support experienced from the workplace (Oakman et al., 2020). 
Home furniture will not meet ergonomic office furniture standards which are significant, 
since a direct correlation was also found between musculoskeletal disorders and burnout 
(Somayeh & Maryam, 2019). 
Flexible work arrangements can in some instances be used as a reason for 
discrimination or devaluation. Phenomena described in literature related to flexible work 
arrangement are described as the flexibility stigma. This stigma is based on the belief that 
employees and especially women who use flexible work arrangements are seen as less 
productive and even lazy (Chung, 2020; Stone & Hernandez, 2013). This results in a fear 
amongst working mothers that flexible work arrangements will relate to negative impacts on 
their careers (Chung, 2020). 
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Interestingly, remote work arrangements have been operationalised as both a job 
resource and a job demand. In some studies, remote working arrangements (also referred to 
as telework) have been regarded as a job resource because it creates more opportunity for 
flexibility in meeting requirements from both spheres, thus minimising the likelihood of 
conflict (Abendroth & Reimann, 2018). Flexible work designs have also been found to 
enhance work-life balance (Ter Hoeven & Van Zoonen, 2015). In another study, schedule 
flexibility indicated an indirect relationship with job satisfaction through work-family conflict 
(Carlson et al., 2010). There are, however, studies which classified remote working, termed 
work flexibilisation, in time and place as a job demand (Abendroth & Reimann, 2018). This 
can in part be ascribed to high levels of overtime to meet availability expectations of 
employers (Abendroth & Reimann, 2018). This highlights the requirement for the 
implementation of boundaries when remote working or flexible work designs are 
implemented (Lautsch et al., 2009). 
The possibilities of remote working and flexible work arrangements have increasingly 
been discussed in literature. The Covid-19 pandemic resulted in these concepts overnight 
becoming an everyday reality for most women in the workplace. The use of technology 
enabled large numbers of women to continue with their work from home (Khwela-Mdluli & 
Beharry-Ramraj, 2020). Although opportunities are created through this and geographical 
locations of jobs become less of a barrier (Khwela-Mdluli & Beharry-Ramraj, 2020), 
implications of this require further investigation 
To examine work-family conflict, flexible work arrangements and well-being 
outcomes, the JD-R model was applied as theoretical framework for the study. 
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2.5 Job Demands-Resources Model (JD-R Model) 
The Job Demands-Resources model (hereafter referred to as the JD-R model) 
(Demerouti et al., 2001) assumes that factors described as either demands or resources 
(Demerouti et al., 2001) which are related to work, can have both negative and positive 
effects on the employee. These effects can result in various well-being outcomes (Strine et 
al., 2008), with burnout and work engagement being the two outcomes studied most often 
(Bakker & Demerouti, 2007). 
The JD-R model is encapsulated perfectly by the quote on the website of Bakker 
(n.d.) (www.arnoldbakker.com): “Enthusiastic employees excel in their work because they 
maintain the balance between the energy they give and the energy they receive”. Following a 
study of burnout for her doctoral thesis, Demerouti met Bakker in 1997 and together they 
created a structural equation model with the purpose of testing all hypothesised relationships 
between job demands, resources and burnout (Bakker et al., 2005; Demerouti et al., 2001). 
This model is currently still the preferred model used for the prediction of employee burnout. 
It has also evolved into the Job Demands-Resources Theory which explains how different 
employee and organisational outcomes, for example wellness and work engagement, develop 
(Demerouti et al., 2001). 
The model has two overarching premises (Bakker & Demerouti, 2016). Firstly, it 
assumes that factors associated with work can have an effect on the well-being experienced 
by employees, regardless of the kind of occupation or the industry. These factors are 
described in the model as job demands and job resources. In addition, a second premise of the 
model is that these job demands and job resources can have a bi-directional psychological 
impact and can cause either pressure or motivation. 
Job demands are described as exorbitant physical, social or organisational job 
requirements which require constant physical or mental exertion, such as work pressure, time 
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pressure, role conflict and workload. This then leads to consequences (Bakker et al., 2005), 
such as work-family conflict, work overload, strained interpersonal relationships and job 
insecurity (Bauer & Hämmig, 2014; Opie & Henn, 2013). This can lead to the deterioration 
of mental and physical resources. Studies have shown that because of this, a deterioration of 
physiological and psychological health, as well as low energy levels, can be observed 
(Bakker et al., 2005). These health problems can include sleep disturbances, headaches, 
respiratory infections, anxiety and depression. 
Job resources denote those physical, psychological, social or organisational influences 
(Bakker et al., 2005) which will result in mostly intrinsic (Bauer & Hämmig, 2014) 
motivational factors and lead to increased levels of work engagement (Opie & Henn, 2013), 
wellness as well as performance (Bauer & Hämmig, 2014). Examples of job resources 
include the achievement of goals, social support, quality of relationships with supervisors and 
regular feedback on performance (Bakker & Demerouti, 2016). 
The strain caused by job demands is described as the health impairment process and 
the motivation resulting from job resources is described as the motivational process (Bakker 
et al., 2005). The JD-R model assumes that resources can possibly have an influence on the 
prevention of health impairments. 
The JD-R model focuses on work engagement and burnout as prominent 
organisational well-being outcomes. However, as described above, job demands and job 
resources can also impact other well-being outcomes. Work engagement and burnout have 
been linked to the prediction of life satisfaction in general (Upadyaya et al., 2016). Life 
satisfaction is a widely used well-being variable that can be an indication of global well-being 
(Loewe et al., 2014; Strine et al., 2008). Although burnout and work engagement have been 
found to predict symptoms of depression and life satisfaction, the positive implications of 
work engagement can outweigh the negative implications of burnout (Hakanen & Schaufeli, 
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2012), with some theorising engagement and burnout are direct opposites (González-Romá et 
al., 2006; Schaufeli et al., 2002). Hakanen and Schaufeli (2012) imply that work is able to 
affect general well-being positively and that work engagement and life satisfaction are the 
positive dimensions that should be studied in contrast to the effect of disease and health-
related symptoms in research (Hakanen & Schaufeli, 2012). It was also found that high levels 
of attachment and job satisfaction resulted in low levels of conflict, which indicated good 
levels of work-life balance and resulted in the higher levels of life satisfaction being predicted 
(Cazan et al., 2019). 
Based on the above, I decided to investigate burnout, work engagement and life 
satisfaction as well-being outcomes in the study. 
 
2.6 Burnout, Work Engagement and Life Satisfaction 
2.6.1 Burnout 
The term burnout was defined by Freudenberger (1974) as a negative state brought 
about by three factors; firstly, excessive physical fatigue, also termed exhaustion, secondly, 
cynicism, and lastly, reduced drive for personal accomplishment. Burnout is also described as 
the phenomenon that occurs when an employee depletes their emotional and physical 
resources due to extreme work demands, which lead to the mentioned three factors (Bakker et 
al., 2014). Interestingly, research shows that it is rather high job demands than low job 
resources that lead burnout (Bakker et al., 2014). 
Antecedents of burnout include various factors related to six spheres of the work 
environment (Leiter & Maslach, 1999). These include firstly workload, which includes high 
demands on the quality and quantity of work by working excessive hours (Park et al., 2020; 
Yener & Coşkun, 2013) and attempting to perform too many tasks. Secondly, a lack of 
control in how tasks are carried out, e.g. a lack of autonomy, role conflict and ambiguity, 
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both at work and at home could contribute to burnout (Leiter et al., 2012; Yener & Coşkun, 
2013). Thirdly is a lack of motivation in the reward offered, which includes both intrinsic or 
extrinsic reward (Leiter & Maslach, 1999). Fourthly, a lack of social support (Blanch & 
Aluja, 2012) and, fifthly, a lack of fairness or unequitable workplace, can also cause burnout. 
Lastly, burnout can also result due to conflict between job requirements and values (Leiter & 
Maslach, 1999). 
Consequences of burnout include a decline in mental health (Leiter et al., 2012; 
Lheureux et al., 2016), symptoms of depression and life dissatisfaction (Hakanen & 
Schaufeli, 2012). A higher incidence of addictive behaviour and suicidal tendencies have also 
been found (Lheureux et al., 2016). It also leads to increased risk of negative physical health 
outcomes, such as an increase in infections (Mohren et al., 2003), Type 2 diabetes (Melamed 
et al., 2006), and irritable bowel syndrome (Hod et al., 2020). Further health issues related to 
burnout are musculoskeletal and cardiovascular disease (Cursoux et al., 2012). Burnout also 
results in a definite decline in empathy (Bogiatzaki et al., 2019), work performance, as well 
as an increase in absenteeism (Dyrbye et al., 2019). A relationship was found between 
burnout and physical activity (De Moraes et al., 2019), with high levels of exercise 
correlating with a decrease in burnout symptoms. Employees with high levels of self-
efficacy, resilience, optimism and hope, which are referred to as psychological capital, have 
been found to experience less burnout (Lupşa, 2020). This is because they have a lower 
likelihood of experiencing cynicism and emotional exhaustion. It is recommended to increase 




2.6.2 Work Engagement 
Work engagement is the cognitive, emotional and physical commitment the employee 
associates with their organisation and their role (Kahn, 1990). Engaged employees display 
energy, involvement and efficacy in contrast to the exhaustion, cynicism and ineffectiveness 
employees suffering from burnout demonstrate (Bakker et al., 2014). A holistic definition of 
work engagement states that it is “a positive, fulfilling, work-related state of mind 
characterised by vigour, dedication and absorption” (Schaufeli et al., 2002, p. 74). All these 
refer to a person’s attitude towards their job (Bakker et al., 2014). Vigour is the preparedness 
to invest extra effort into work activities, to persist even when things are difficult, to do this 
all with elevated levels of energy and to have the ability to bounce back mentally following 
upsets (Schaufeli et al., 2002). Dedication is when employees create a strong work identity 
(Bakker et al., 2014), but even more, show extreme involvement (Schaufeli et al., 2002). 
Dedication is also when employees experience pride, motivation, passion and a sense of 
importance through their work (Schaufeli et al., 2002). Lastly, absorption is being positively 
captivated in work (Schaufeli et al., 2002), to experience time going by quickly and having 
difficulty separating from work (Schaufeli et al., 2002). 
Studies suggest that high levels of work engagement are as a result of the existence of 
job resources (Bakker et al., 2014). The following antecedents have been identified that 
contribute towards the prediction of employee work engagement: job characteristics, 
perceived support from the organisation, perceived support from a supervisor, remuneration 
and recognition, fairness and justice in policies and procedures (Saks, 2006). 
Engaged employees tend to spend more time on exercise and relaxation (Bakker, 
2012), are more motivated to continue learning (Bakker, 2012) and to perform. It was also 
established that workplace spirituality has a significant positive relationship to work 
engagement (Van der Walt, 2018), as well as thriving at work. More consequences of 
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employee work engagement include job satisfaction, commitment to the organisation, 
organisational citizenship behaviour and a decrease in turnover intention (Braun, 2019; Saks, 
2006). 
 
2.6.3 Life Satisfaction 
Life satisfaction is described as the holistic assessment of your life over time and not 
merely the present experience of happiness (Ackerman, 2019). Two approaches exist to 
evaluate one’s life satisfaction; firstly, a bottom-up approach where satisfaction in various 
spheres of life, such as work, family, and health, results in general life satisfaction, and 
secondly a top-down approach, which states that our general life satisfaction influences life 
satisfaction in the various spheres of life (Ackerman, 2019). Aspects found to have an impact 
on life satisfaction include life changes, course of events in life, and self-appraisal of one’s 
life (Veenhoven, 1996). Employees experience a decrease in life satisfaction due to the 
minimal time available for rest, relaxation, spending time with family and self-improvement 
(Park et al., 2020). Research indicates a relationship between life satisfaction and other 
health-related factors. These factors include pain, anxiety, chronic illness, insomnia, obesity, 
smoking and exercise. The relationship can be bi-directional but studies indicate that life 
satisfaction and health are closely connected (Strine et al., 2008). 
 
2.7 Work-Family Conflict and its Relationship with Well-being Outcomes 
2.7.1 Work-Family Conflict and Burnout 
Various studies confirm the relationship between work-family conflict and burnout. In 
a study looking specifically at working mothers, it was found that where high levels of work-
family conflict were experienced, high levels of burnout could be measured (Balogun, 2019). 
Another study conducted with accounting professionals found a statistically significant 
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relationship between work-family conflict and burnout (Mete et al., 2014). In a study 
examining the relationship between work-family conflict and burnout amongst practising 
psychologists, analysis indicated a significant relationship (Rupert et al., 2009). More studies 
report that work-family conflict has been found to predict burnout (Demerouti et al., 2001; 
Rupert et al., 2009; Schaufeli et al., 2002). 
 
2.7.2 Work-Family Conflict and Work Engagement 
Literature regarding the relationship between work-family conflict and work 
engagement confirms work-family conflict as a predictor of work engagement (Balogun & 
Afolabi, 2019; Karatepe & Karadas, 2016). Diminished levels of work engagement were 
found to correlate with high levels of work-family conflict (Opie & Henn, 2013). Most 
research focuses on the positive outcomes of work engagement; one study, however found 
that work engagement has the potential to contribute towards inter-role conflict. This study 
indicates that being too engaged results in work-family conflict (Halbesleben et al., 2009). 
Where work-family conflict was found to lead to burnout, burnout has also been found to 
exert an undesirable influence on work engagement (Schaufeli et al., 2002). A study setting 
out to investigate the influence of flexible working hours on engagement and exhaustion 
proved to be inconclusive (Ceribeli & Rocha, 2019). 
 
2.7.3 Work-Family Conflict and Life Satisfaction 
The permeable boundaries between the family sphere and the work sphere have been 
found to have an impact on life satisfaction. Cazan et al. (2019) found that work-family 
conflict is a mediator in the relationship between job satisfaction and life satisfaction. 
Another study found a positive relationship between work engagement and life satisfaction, 
as well as a negative relationship between burnout and life satisfaction (Medrano & Trógolo, 
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2018). A study conducted on Chinese employees indicated that family boundary 
characteristics of individuals have an impact on life satisfaction and work-family conflict 
(Qiu & Fan, 2015). These boundaries become especially important when policies, such as 
flexibility in work arrangements, are available. Family-work conflict and life satisfaction 
were also distinctly related in various studies (Cazan et al., 2019; Kossek & Ozeki, 1998) In 
their meta-analysis that included 26 studies, Kossek and Ozeki (1998) found a consistent 
negative correlation with life satisfaction, regardless of the direction of work-family conflict 
(family-to-work or work-to-family). 
 
2.8 The Relationship between Flexible Work Arrangements and Well-being 
Outcomes 
A number of studies have found the various forms of flexible work arrangements to 
have a positive relationship with work-family and family-work conflict. A study conducted 
on working mothers in part-time employment found a significant negative correlation 
between work-family conflict and psychological well-being (Buehler & O’Brien, 2011). A 
statistically significant relationship was also found between flexi-time and reduced turnover 
of employees (Berkery et al., 2020). Reduced turnover intention, in turn, is positively related 
to factors such as work engagement (Braun, 2019; Saks, 2006) and job satisfaction, and 
hence possibly also to improved well-being. A positive relationship was found between 
flexible work arrangements and engagement (Timms et al., 2015), with a supportive culture 
supporting the engagement over time. 
 
2.8.1 Moderating Effects of Flexible Working Arrangements 
Not many studies could be found that investigated flexible working arrangements as a 
moderator in the relationship between job demands and well-being outcomes. Literature 
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identified a high-demand workplace culture as a moderator between remote working and 
work-family conflict (Abendroth & Reimann, 2018). In a meta-synthesis of studies associated 
with work-family conflict, various individual and organisational moderators between flexible 
work arrangements and work-family conflict were identified (Beigi et al., 2018). Factors 
determined by the organisation have an impact, and these include the nature of the job, 
whether the culture of the organisation is family-friendly, and the intensity of telecommuting 
(Beigi et al., 2018; Gajendran & Harrison, 2007). Moderators that have an impact on this 
relationship on an individual level include how the employee prefers to manage boundaries, 
the ability to manage one’s time effectively, the stage one’s career or family is in, marital 
status and having children or not, and gender (Beigi et al., 2018; Jones, 2020) which might 
require unique employee offerings by organisations. This is true since inflexible policies have 
been found to increase the experience of family work conflict (Stone & Hernandez, 2013) 
Gender has an interaction effect in the relationship between schedule flexibility and work-
family conflict, and women were found to have a more explicit relationship (Carlson et al., 
2010) between schedule flexibility and work-family conflict. This may be because women 
still carry the brunt of household chores and child-rearing (Lamar et al., 2019). 
In summary, literature has shown that work-family conflict has a negative impact on 
life satisfaction and employee engagement and can cause or contribute to burnout. Moreover, 
there is evidence that flexible working arrangements can reduce work-family conflict (Ter 
Hoeven & Van Zoonen, 2015) although the same study points out aspects that also negatively 
impacts on this relationship. Not many studies could be found that investigated specifically 
the interaction effect of flexible working arrangements on the relationship between job 
demands and on the one hand, and burnout, Work engagement and life satisfaction on the 
other. This study set out to examine whether flexible working arrangements can moderate the 
relationship between work-family conflict and these well-being outcomes for working 
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mothers. As mentioned, to account for the period during which the study took place, flexible 
working arrangements were conceptualised as flexible lockdown working arrangements. 
Following the JD-R model as theoretical framework for the study, work-family 
conflict and family-work conflict were framed as job demands, flexible working 
arrangements as job resources, and burnout, work engagement and life satisfaction as well-
being outcomes. Given that data were collect during the Covid-19 lockdown, working 
arrangements of working mothers during lockdown were investigated. 
 
2.9 Research Questions 
The following research questions were investigated 
1. Do flexible lockdown work arrangements moderate the relationship between work-
family conflict and burnout for working mothers? 
2. Do flexible lockdown work arrangements moderate the relationship between family-
work conflict and burnout for working mothers? 
3. Do flexible lockdown work arrangements moderate the relationship between work-
family conflict and work engagement for working mothers? 
4. Do flexible lockdown work arrangements moderate the relationship between family-
work conflict and work engagement for working mothers? 
5. Do flexible lockdown work arrangements moderate the relationship between work-
family conflict and life satisfaction for working mothers? 
6. Do flexible lockdown work arrangements moderate the relationship between family-
work conflict and life satisfaction for working mothers? 
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2.10 Chapter Summary 
Chapter 2 presented existing literature concerning women in the workplace, work-
family conflict, flexible work arrangements, burnout, and work engagement, life satisfaction 
and the relationships between these variables. The following chapter will give a description 
of the research method. 
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Chapter 3: Research Method 
 
3.1 Chapter Introduction 
The previous chapter gave an outline of the available literature regarding the variables 
of interest in the study. This chapter defines and explains the procedure that was followed in 
conducting the research. In the sections to follow, the research design, the sampling 
procedures, the measuring instruments, and statistical analyses employed are explained. This 
chapter also addresses ethical considerations. 
 
3.2 Research Design 
A quantitative research approach was followed. This approach makes use of a 
systematic process where numerical data are used to measure or quantify a phenomenon. The 
approach examines and tests cause and effect relationships in an objective manner (Carr, 
1994). The benefits associated with this approach include that the generalisation of findings 
to a specific population is possible, which is mainly due to the utilisation of a large data set 
(Goertzen, 2017). Another benefit is that the research framework and methods can be 
replicated over time and shared. This is made possible through standardisation and 
documentation of the process (Goertzen, 2017). The study was also cross-sectional, providing 
us with a snapshot of the general population for observation (Rafei et al., 2020) at a specific 
time. An advantage of following this design is that data can be obtained at little or no cost 
and different variables can be considered (Levin, 2006). 
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3.3 Research Method 
3.3.1 Participants 
Data collection took place in conjunction with another researcher as the two studies 
researched overlapping variables. Responses were requested from working adults proficient 
in English. An initial sample of n=284 was realised. Since participants for this study were 
required to be the working mothers of children under the age of 18, all responses that did not 
meet those requirements were removed and only data relevant to this study were analysed by 
the researcher. All responses with more than 25% of items missing and one outlier were also 
removed. A final sample of n=183 was utilised in analysis, and included working mothers 
employed in various industries with children younger than 18. Convenience and snowball 
sampling were utilised for the selection of participants. Online questionnaires were utilised, 
which were also distributed via social media platforms such as Facebook and LinkedIn. 
The majority of participants were married (80.3%), with only 3.8% being single, 7.1% 
divorced, 7.1% living with someone and 1.6% being widowed. The average age of the 
participants was 37.89, with ages ranging from 22 to 54 years. The average age of the 
youngest child was 6.79. A large number of participants’ children were still attending pre-
school (44.8%), with 80.3% having children in primary or high school. The average period of 
employment was 15.51 years, ranging from 1 year to 36 years of employment. 
The sample consisted mainly of South Africans (98.9%). The racial distribution of 
participants was predominantly White (82.5%), with some Black participants (9.8%). The 
primary home language spoken by participants was Afrikaans (70.5%), followed by English 
(19.7%) and then isiXhosa (3.3%). With regards to education, participants mostly had higher 
educational qualifications. This included Bachelor’s degrees (19.7%), with the majority also 
having Honours degrees (21.9%), and 9.8% having Master’s degrees. About one-fifth 
(19.1%) of participants indicated that they had Grade 12 as their highest educational 
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qualification. A wide variety of industries was represented, with the highest representation 
from Administrative and Support Services (14.2%), followed by Finance and Insurance 
(13.7%). Table 3.1 presents the characteristics of the participants in detail. 
 
Table 3.1 
Characteristics of Participants (n=183) 
Characteristic Category Frequency Percentage 
Marital Status Single 7 3.8 
 Married 147 80.3 
 Divorced 13 7.1 
 Widow/Widower 3 1.6 
 Living with someone 13 7.1 
Nationality South African 181 98.9 
 Other 2 1.1 
Race Black 18 9.8 
 Coloured 8 4.4 
 Indian 6 3.3 
 White 151 82.5 
Home Language Afrikaans 129 70.5 
 English 36 19.7 
 isiNdebele 3 1.6 
 Sepedi 2 1.1 
 Sesotho 3 1.6 
 Xitsonga 1 0.5 
 Setswana 1 0.5 
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 isiXhosa 6 3.3 
 isiZulu 1 0.5 
 Other 1 0.5 
Education Grade 9 (Standard 7) 2 1.1 
 Grade 12 (Matric) 35 19.1 
 Certificate 8 4.4 
 1-year Diploma 11 6.0 
 3-year Diploma 24 13.1 
 A first degree 36 19.7 
 Honours Degree 40 21.9 
 Master’s Degree 18 9.8 
 Doctoral Degree 4 2.2 
 Other 5 2.7 
Industry Administrative and Support Services 26 14.2 
 Agriculture 1 0.5 
 Arts, Recreation and Entertainment 3 1.6 
 Attorneys/Law 9 4.9 
 Automotive Industry  7 3.8 
 Basic Education 16 8.7 
 Construction 2 1.1 
 Finance and Insurance 25 13.7 
 Government 8 4.4 
 Healthcare 18 9.8 
 Higher Education 8 4.4 
 Hospitality and Accommodation 10 5.5 
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 Information Technology 6 3.3 
 Management 10 5.5 
 Manufacturing 4 2.2 
 Mining 8 4.4 
 Professional and Scientific Services 8 4.4 
 Real Estate 3 1.6 
 Retail Trade 3 1.6 
 Transport 11 6.0 
 Wholesale and Trade 7 3.8 
 Other 27 14.8 
 
During lockdown, working arrangements of the majority of participants (79.8%) 
changed in some way. With the closure of schools, 60.1% of participants indicated that they 
did not have childcare in place during lockdown and 80.3% were required to personally 
home-school their children. A majority of participants (86.3%) indicated that their children 
stayed with them permanently during lockdown. Domestic support before lockdown was in 
place for 73.2% of participants; this changed to 36.1% during lockdown. To determine the 
change in working conditions from before the lockdown to during the lockdown, two sets of 
questions were asked: one set related to work arrangements prior to the lockdown and the 
second set repeated the questions regarding work arrangements as they were during 
lockdown. The results can be seen in Table 3.2. A notable decrease in the number of 
participants being office-based full-time could be observed; pre-lockdown this was 57.4% 





Change in Working Arrangements 
 Pre-Lockdown During Lockdown 
 Frequency Percentage Frequency Percentage 
Full-time, office-based 105 57.4 19 10.4 
Half-day, office-based 13 7.1 5 2.7 
Half-day, from home 5 2.7 10 5.5 
Half-day, office and home - - 9 4.9 
Full-time, only from home - - 38 20.8 
Full-time, office and home 27 14.8 32 17.5 
Shortened work week 4 2.2 9 4.9 
Long-term contract (1 year or longer) 5 2.7 4 2.2 
Self-employed 35 19.1 27 14.8 
Salaried employee 40 21.9 46 25.1 
Short-term contracts (gig) 1 .5 1 .5 
Shift Worker 3 1.6   
Regularly do work at home over and 
above the hours I am employed for 
27 14.8 23 12.6 
 
3.3.2 Procedure 
In conjunction with another researcher, working adults proficient in English were 
approached electronically. Only responses from working mothers with children under the age 
of 18 were included in this study. Non-probability sampling was utilised, specifically 
convenience sampling. This approach was chosen firstly because we specifically required 
participants meeting the above-mentioned criteria. Secondly, we utilised participants who 
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were convenient and available based on ease of access (Farrugia, 2019). The study relied on 
asking volunteers to participate. Convenience samples may contain bias, but are cost-
effective and practical in terms of time and effort (Farrugia, 2019). Social media was also 
utilised to recruit participants. 
Working mothers were approached by me, and I asked them to recommend other 
possible participants. Social media was likewise utilised to recruit participants. Given the 
lockdown due to the Covid-19 pandemic, online questionnaires were distributed via e-mail. 
An online application called QuestionPro was utilised. Even though the lockdown was 
reduced to a level that allowed in-person contact during the data collection process, hard copy 
questionnaires were not distributed as a safety precaution. 
Informed consent was required via the click of a button. Ethical issues relating to 
informed consent and related aspects are discussed in the ethics section. 
 
3.3.3 Measuring Instruments 
Data were collected by means of a biographical questionnaire, the Maslach Burnout 
Inventory – General SurveyTM (MBI-GSTM) (Maslach, 1996), the 9-item Utrecht Work 
Engagement Scale (UWES-9) (Schaufeli & Bakker, 2003), the work-family conflict and 
family-work conflict scales (Netemeyer et al., 1996), and the Satisfaction with Life Scale 
(SWLS) (Diener et al., 1985). 
 
3.3.3.1 Biographical Questionnaire 
A biographical questionnaire was utilised to obtain demographic information about 
the sample. Information pertaining to age, marital status, number of children, age of youngest 
child, educational status, job sector, years employed, race and home language, and also 
availability of childcare and domestic help was obtained. Furthermore, participants were also 
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asked to indicate their work arrangements, that is whether they work full-time office-based, 
half-day office based, half-day from home, half-day office and home, full-time only from 
home, full-time office and home, shortened work week, long-term contract, self-employed, 
salaried employee, short term contracts or shift work. Furthermore, information was obtained 
regarding their work arrangements during lockdown, namely if they worked as usual, or if 
and how their work arrangements changed. 
 
3.3.3.2 Work-Family Conflict and Family-Work Conflict Scales 
The work-family conflict and family-work conflict scales (Netemeyer et al., 1996) 
were used to measure work-family conflict. The scale uses Likert-type scaling with response 
options ranging from 1 (strongly disagree) to 7 (strongly agree). Five questions are asked for 
work-family conflict and family-work conflict each. A sample item for work-family conflict 
is “The demands of my work interfere with my home and family life”, and a sample item for 
family-work conflict is “The demands of my family or spouse/partner interfere with work 
related activities”. Higher scores indicate higher levels of work-family conflict. 
Reliabilities that have been reported for the scales are good, with alpha coefficients 
between α = .83 and α = .89 (Netemeyer et al., 1996), with an average for work-family 
conflict of α =.86 (Netemeyer et al., 1996) and an average for family-work conflict of α = .86 
(Netemeyer et al., 1996). In South African studies alpha coefficients of α = .92 (Braghin, 
2009) and α = .96 (Opie & Henn, 2013) were reported. In terms of validity, Netemeyer et al. 
(1996) found support for the construct validity of the scale through significant correlation 
with on-job and off-job variables (Netemeyer et al., 1996). This study yielded good alpha 
coefficients, with α = .93 for work-family conflict and α = .91 for family-work conflict. 
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3.3.3.3 The 9-item Utrecht Work Engagement Scale (UWES-9) 
Work engagement was measured with the Utrecht Work Engagement Scale 9-item 
version (UWES-9) (Schaufeli & Bakker, 2003). The scale utilises three internally consistent 
scales to measure the three closely related aspects of work engagement namely vigour, 
dedication and absorption (Schaufeli & Bakker, 2003). The scale uses Likert-type scaling, 
with response options ranging from 0 (never) to 6 (always or every day) (Schaufeli & Bakker, 
2003). A sample question is: “When I get up in the morning, I feel like going to work” 
(Schaufeli & Bakker, 2003). Reliabilities that have been reported for the 9-item version of the 
scale are good, with alpha coefficients median of α = .76, which exceeds the required 
acceptable criteria of α = >/= .70 (Schaufeli & Bakker, 2003). In South African studies alpha 
coefficients of α = .97 (Matla, 2009) and α = .75 (Van der Walt, 2018) were reported. In 
terms of validity, numerous studies carried out show a negative association between work 
engagement and burnout (Schaufeli & Bakker, 2003). Evidence in a South African study also 
supports the convergent validity of the sub-scales, vigour, dedication and absorption (De 
Bruin & Henn, 2013). De Bruin and Henn (2013) suggest working with the total score when 
doing analysis, rather than sub-scale scores. In this study, an alpha coefficient of α = .90 was 
measured for the full scale. 
 
3.3.3.4 The Maslach Burnout InventoryTM 
Burnout was measured utilising the Maslach Burnout Inventory – General SurveyTM 
(MBI-GSTM) (Maslach, 1996). This is an introspective inventory measuring three dimensions 
of burnout called exhaustion, cynicism and professional efficacy (Schutte & Schaufeli, 2000). 
The inventory makes use of a 7-point Likert-type scale with a range of 0 (never) to 6 (every 
day) (Schutte & Schaufeli, 2000) to measure the 16 items of the three dimensions. High 
ratings on exhaustion and cynicism and low scores on professional efficacy indicate burnout 
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(Schutte & Schaufeli, 2000). Sample items include: “I feel emotionally drained from my 
work” (for exhaustion), “In my opinion, I am good at my job” (for professional efficacy), and 
“I doubt the significance of my work” (for cynicism). 
Reliability for the inventory supporting the three factor structure of the MBI-GS has 
been shown (Leiter & Schaufeli, 2007), with alpha coefficients of α = .90, .87 and .89 for 
exhaustion, α = .74, .74 and .80 for cynicism, and α = .70, .70 and .75 for professional 
efficacy being reported for various occupational groups (Leiter & Schaufeli, 2007). In South 
African studies, alpha coefficients exceeding the acceptable norm of α = .70 have been found 
(De Vine, 2018). Recent studies, however, recommend using only the summed scores of the 
exhaustion and cynicism sub-scales (Morgan, 2020) This recommendation was followed and 
ultimately utilised in the analysis. By means of only utilising the two sub-scales, emotional 
exhaustion and cynicism alpha coefficients of α = .92 have been documented (Lupşa, 2020). 
In the current study, the following results were obtained, exhaustion alpha = .94, cynicism 
alpha = .80, and exhaustion + cynicism =.91. 
 
3.3.3.5 Satisfaction with Life Scale 
Life satisfaction was measured with the Satisfaction with Life Scale (SWLS) (Diener 
et al., 1985). The scale uses Likert-type scaling with response possibilities ranging from 1 
(strongly disagree) to 7 (strongly agree). The scale consists of five questions and a sample 
item is “I am satisfied with my life”. 
Reliabilities that have been reported for the scale are good, with alpha coefficients α = 
.87 and α = .85 reported (Diener et al., 1985). In South African studies with the use of the 
English version of the scale, alpha coefficients of α = .86 and α = .70 have been reported for 
White and African samples respectively (Wissing & Van Eeden, 2002). Initial criterion 
validity was established by comparing the results to that of interviews conducted with the 
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participants regarding their life satisfaction (Diener et al., 1985). In the current study, an 
alpha coefficient of α = .91 was found for the Satisfaction with Life Scale (SWLS). 
 
3.3.4 Statistical Analysis 
The Statistical Package for Social Sciences (SPSS©) version 26 was utilised for data 
analysis (IBM©SPSS©, 1989, 2019). Descriptive statistics were employed to describe the 
sample. The distribution of scores was also examined. Correlations were done with all the 
study variables to determine the strength and direction of relationships. Reliabilities of 
instruments utilised were calculated and reported. Finally, moderated regression analyses 
were conducted to examine interaction effect. 
 
3.3.4.1 Descriptive Statistics 
The use of descriptive statistics is to condense and categorise data (Holcomb, 2016). 
The descriptive statistics utilised in the study were the means, standard deviations, and 
normality of the distribution of data through skewness and kurtosis. Frequencies and 
percentages were reported for demographic information as a means of describing the sample. 
The range utilised to determine acceptable levels of skewness was between -1 and +1, 
indicating slight skewness, with values between -2 and +2 indicating moderate skewness. For 
a distribution which is approximately symmetric, sores between -0.5 and 0.5 can be expected 
(Peat & Barton, 2008). For kurtosis, the range indicating a normal distribution was 
between -3 and +3 (Brown, 2007). 
 
3.3.4.2 Correlation Analysis 
Guidelines as per Cohen (1988) were used to determine the size of the effect of the 
correlations identified. These guidelines stipulate that correlations ranging between .10 and 
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.29 were indicative of a small effect, correlations ranging from .30 to .49 were indicative of a 
medium effect, and correlations of r >.50 denoted a large effect. The size of the effect was 
determined following scrutiny to determine whether statistically significant relationships 
were present among the variables and whether the correlation coefficients indicated negative 
or positive relationships between variables. 
 
3.3.4.3 Moderated Regression Analyses 
The Statistical Package for Social Sciences (SPSS©) version 26 (IBM©SPSS©, 1989, 
2019). was utilised to conduct moderated regression analyses by means of the add-on 
PROCESS macros version 3.4.1 developed by Hayes (2018). This was done to determine the 
interaction effect of working arrangements between work-family conflict on the one hand and 
well-being outcomes (work engagement, burnout and life satisfaction) on the other. 
Bootstrapping was utilised to determine significance, and because of the small sample size 
and low power of the data, significance for interaction effects was set at p < .10 (Aiken & 
West, 1991). Work-family conflict and family-work conflict were also centred. 
In instances where no significant interactions were found, simple linear regressions 
were conducted to determine direct effects. 
Pallant (2005) describes guidelines on assumptions for multiple regression. During 
the data analysis process, data were scrutinised to ensure the adherence to these guidelines 
before commencement of the regression analyses. The Normal Probability Plot of the 
Regression Standardised Residuals was inspected, as well as the scatterplot. Data were 
inspected for normality, linearity and homoscedasticity and assumptions were met. VIF and 
tolerance values were also within the acceptable ranges. One outlier was removed. 
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3.5 Ethical Considerations 
Participants were required to provide informed consent by the click of a button on the 
online questionnaire. The informed consent section contained information on the purpose of 
the study. Participants were informed that their responses would be confidential, that all 
information would be anonymised and that no identifying particulars would be required. It is 
not possible to trace completed online questionnaires back to participants or their e-mail 
addresses. Participants were also informed that they were free to withdraw from the study at 
any point in time before submission of their questionnaires, with no explanation required and 
no adverse consequences for themselves Furthermore, the informed consent form also 
indicated that the dataset would be stored indefinitely on password-protected computers, that 
the dataset may be utilised in future studies and that the dataset (which is anonymised) may 
be made available to relevant persons in future. Individual results were not given to 
participants, but they were informed that they could request a copy of the final project by e-
mailing the supervisor. The study obtained ethical clearance from the Department of 
Industrial Psychology and People Management Research Ethics Committee (ethical clearance 
number IPPM2020-416(M) at the University of Johannesburg. 
 
3.6 Chapter Summary 
This chapter discussed the research method followed in the study. This comprised a 
description of the research design and participants, the sampling procedures, the measuring 




Chapter 4: Results 
 
4.1 Chapter Introduction 
Chapter 4 consists of the results of the study. Firstly, descriptive statistics are given; 
secondly, the results of the correlations are given. Following this, the results of the moderated 
regression are presented and in cases where the results were not significant, results of the 
simple linear regressions are provided. 
 
4.2 Descriptive Statistics 
Table 4.1 presents the descriptive statistics for the data, which is the mean, standard 
deviation, skewness, and kurtosis of each of the variables. 
 
Table 4.1 
Descriptive Statistics of Variables 
Measures Mean SD Skewness Kurtosis 
Work Engagement 49.55 10.41 -1.00 0.60 
Burnout  37.54 14.68 0.07 -1.03 
Work-family conflict 22.13 8.14 -0.37 -0.95 
Family-work conflict 16.54 7.50 0.38 -1.01 
Life satisfaction 23.60 6.92 -0.54 -0.53 
 
It is evident from Table 4.1 that the scores are normally distributed. This was 
determined by using the acceptable cut-off ranges of -2 to +2 for skewness and -3 to +3 for 
kurtosis (Brown, 2007). 
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Table 4.2 contains the correlations for Work Engagement, Burnout, Work-Family 
Conflict, Family-Work Conflict and Life Satisfaction. 
 
Table 4.2 
Pearson’s Intercorrelation of Variables 
  1 2 3 4 5 
1. Work Engagement 1     
2. Burnout -.51*††† 1    
3. Work-family conflict -.31*†† .56*††† 1   
4. Family-work conflict -.15 .36*†† .48*†† 1  
5. Life satisfaction .33*†† -.44*†† -.27*† -.14 1 
*Correlation is significant at the .01 level (2-tailed) 
Practical significance: † small = ≥ .10; †† medium = ≥ .30; ††† large = ≥ .50 
 
Table 4.2 indicates the correlations between the variables in the study. As is evident 
from the table, statistically significant relationships could be found between most variables. 
These are significant correlations between work-family conflict and life satisfaction (r=-.27, 
p<0.01; small effect) (a negative correlation), work-family conflict and work engagement 
(r=-.31, p<.01; medium effect) (a negative correlation), and work-family conflict and burnout 
(r=.56, p<0.01; large effect) (a positive correlation). Family-work conflict showed significant 
positive correlations with burnout (r=.36, p<0.01; medium effect), work-family conflict 
(r=.48, p<0.01; medium effect). Burnout and work engagement also correlated significantly 
(r= -.51, p<0.01; large effect), which was a negative correlation. Lastly, life satisfaction 
showed a significant positive and negative correlation respectively with work engagement 
(r=.33, p<0.01; medium effect), and burnout (r= -.44, p<0.01; medium effect). 
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No significant correlations were found between family-work conflict and work 
engagement, and between family-work conflict and life satisfaction. 
 
4.3 Moderated Regression Analyses and Linear Regressions 
The Statistical Package for Social Sciences (SPSS©) version 26 (IBM©SPSS©, 1989, 
2019) was utilised to conduct moderated regression analysis by means of the add-on 
PROCESS macros version 3.4.1 developed by Hayes (2018). This was done to determine the 
interaction effect of lockdown working arrangements between work-family conflicts on the 
one hand and well-being outcomes (work engagement, burnout and life satisfaction) on the 
other. Bootstrapping was done with 5000 resamples and continuous variables were centred. 
Confidence intervals were set to 95%. Owing to a small sample size and low power of the 
data, significance was set as p<0.1 (Aiken & West, 1991). 
As the number of participants in each category of flexible work arrangements was 
low, resulting in the power being too low for meaningful analysis, I collapsed the categories 
for flexible lockdown work arrangements (the moderator variable) into two. Category 1 was 
termed full-time work and consisted of Full-time office based, Full-time home, and Full- time 
home and office based. Category 2 was termed part-time work and consisted of Half-day 
office based, Half day home, Half-day home and office and Shortened work week. As some 
participants did not indicate any of these options, this resulted in a smaller sample size for the 
moderated regressions (n=112). 
In instances where no significant interactions were found, simple linear regressions 
were conducted to determine direct effects. 
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4.3.1 Work-Family Conflict, Flexible Lockdown Work Arrangements and Burnout 
The first regression analysis was aimed at exploring the interaction effect of flexible 
lockdown work arrangements in relation to burnout. Table 4.3 shows the results of the 
moderated regression analysis. 
 
Table 4.3 
Moderated Regression Analysis indicating the Interaction Effect of Flexible Lockdown 











Constant 39.10 32.91 45.28 
Work-family conflict 0.29 -0.48 1.06 
Flexible lockdown work arrangements -0.98 -5.83 3.88 
Work-family conflict x Flexible lockdown work 
arrangements 
0.62 0.03 1.22 
Notes: 95% confidence intervals are percentile bootstrap confidence intervals with 5000 
resamples. 
 
As can be seen from Table 4.3, the interaction effect (work-family conflict x flexible 
lockdown work arrangements) was a significant moderator in the relationship between work-
family conflict and burnout [R 2Δ = .18, F(1, 108) = 3.04, p = .08]. The interaction explained 
18% of the variance in burnout. It can be concluded that flexible lockdown work 
arrangements did moderate the relationship between work-family conflict and burnout. 
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Cohen’s fsquare of 𝑓2 =0.22 was calculated for the significant moderation effect, which 
denotes a medium practical effect (Cohen, 1988). 
The interaction effect is illustrated in Figure 4.1. 
 
Figure 4.1 
Regression Analysis of the Interaction Effect of Flexible Lockdown Work Arrangements 
between Work-family Conflict and Burnout 
 
Note 1: Black dashed line = full-time; Grey dashed line = part-time 
Note 2: Work-family conflict is centred 
 
For both part-time and fulltime work, an increase in work-family conflict is associated 
with an increase in burnout. At lower levels of work-family conflict, burnout is higher for 
those who work full-time than for those who work part-time. However, as work-family 
conflict increases, an increase in work-family conflict was more sharply associated with 



















4.3.2 Family-Work Conflict, Flexible Lockdown Work Arrangements and Burnout 
Table 4.4 
Moderated Regression Analysis indicating the Interaction Effect of Flexible Lockdown 











Constant 43.84 37.22 50.47 
Family-work conflict 0.41 -0.49 1.30 
Flexible lockdown work arrangements -5.13 -10.24 0.02 
Family-work conflict x Flexible lockdown 
work arrangements 
0.33 -0.34 1.01 
Notes: 95% confidence intervals are percentile bootstrap confidence intervals with 5000 
resamples. 
 
As can be seen from Table 4.4, the interaction effect (family-work conflict x flexible 
lockdown work arrangements) was not a significant moderator in the relationship between 
family-work conflict and burnout [R 2Δ = .0050, F(1, 108) = .6713, p = .4144]. 
As it was not significant, a simple linear regression analysis was performed to 





Linear Regression to determine Direct Effect of Family-Work Conflict on Burnout and 
Flexible Lockdown Work Arrangements on Burnout  
 Step 1 Step 2 
 Unstandardised Regression Coefficients (b) 
Constant  22.67*** 29.85*** 
Family-work conflict .85*** .82*** 
Flexible lockdown work 
arrangements 
 5.41 
Model R2 .174 .197 
Model ΔR2 .174 .023 
Notes ***p<.001, ** p<.01, *p<.05 
 
As can be seen from Table 4.5, in the first step family-work conflict was entered, and 
it had a significant direct effect on burnout [R2 = .174, F(1, 110) = 23.124, p = .000]. In Step 
2, flexible lockdown work arrangements were entered and this step was not significant [ΔR 2 
= .023, F(1, 109) = 3.139, p = .079]. Only family-work conflict significantly predicted 
burnout. 
The full model was significant, and 17.4% of the variance in burnout was explained 
by family-work conflict. With the addition of lockdown working arrangements, only an 





4.3.3 Work-Family Conflict, Flexible Lockdown Work Arrangements and Work 
Engagement 
Table 4.6 
Moderated Regression Analysis indicating the Interaction Effect of Flexible Lockdown 












Constant 52.31 47.48 57.14 
Work-family conflict -0.45 -1.05 0.152 
Flexible lockdown work arrangements -2.29 -6.09 1.51 
Work-family conflict x Flexible lockdown 
work arrangements 
0.01 -0.46 0.47 
Notes: 95% confidence intervals are percentile bootstrap confidence intervals with 5000 
resamples. 
 
As can be seen from Table 4.6, the interaction effect (work-family conflict x flexible 
lockdown work arrangements) was not a significant moderator in the relationship between 
work-family conflict and work engagement [R 2Δ = .0000, F(1, 108) = .0007, p = .9784]. 






Linear Regression to determine Direct Effect of Work-Family Conflict and Flexible 
Lockdown Work Arrangements on Work Engagement 
 Step 1 Step 2 
 Unstandardised Regression Coefficients (b) 
Constant  58.752*** 62.207*** 
Work-family conflict -.413*** -.440*** 
Flexible lockdown work 
arrangements 
 -2.30 
Model R2 .107 .116 
Model ΔR2  .009 
Notes: ***p<.001, ** p<.01, *p<.05 
 
As can be seen from Table 4.7, in the first step work-family conflict was entered; this 
step was significant [R2 = .107, F(1, 110) = 13.156, p = .000]. In Step 2, flexible lockdown 
work arrangements were entered and this step was not significant [ΔR 2 = .009, F(1, 109) = 
1.111, p = .294]. Therefore, work-family conflict significantly predicted work engagement 
but flexible lockdown work arrangements did not. 
The full model was significant, and explained 11.6% of the variance in work 




4.3.4 Family-Work Conflict, Flexible Lockdown Work Arrangements and Work 
Engagement 
Table 4.8 
Moderated Regression Analysis indicating the Interaction Effect of Flexible Lockdown 












Constant 50.60 45.71 55.49 
Family-work conflict -0.13 -0.79 0.53 
Flexible lockdown work arrangements -0.93 -4.70 2.84 
Family-work conflict x Flexible lockdown 
work arrangements 
-0.08 -0.58 0.42 
Notes: 95% confidence intervals are percentile bootstrap confidence intervals with 5000 
resamples. 
 
As can be seen from Table 4.8, the interaction effect (family-work conflict x flexible 
lockdown work arrangements) was not a significant moderator in the relationship between 
family-work conflict and work engagement [R 2Δ = .0007, F(1, 108) = .0755, p = .7841]. 






Linear Regression to determine Direct Effect of Family-Work Conflict on Work 
Engagement and Flexible Lockdown Work Arrangements on Work Engagement 
 Step 1 Step 2 
 Unstandardised Regression Coefficients (b) 
Constant  53.39*** 54.53*** 
Family-work conflict -.226** -.231** 
Flexible lockdown work 
arrangements 
 -.858 
Model R2 .027 .029 
Model ΔR2  .001 
Notes: ***p<.001, ** p<.01, *p<.05 
 
As can be seen from Table 4.9, in the first step family-work conflict was entered; this 
step was not significant [R2 = .027, F(1, 110) = 3.079, p = .082]. In Step 2, flexible lockdown 
work arrangements were entered and this step was not significant [ΔR 2 = .001, F(1, 109) = 
.146, p = .704]. Therefore, neither family-work conflict nor flexible lockdown work 




4.3.5 Work-Family Conflict, Flexible Lockdown Work Arrangements and Life 
Satisfaction 
Table 4.10 
Moderated Regression Analysis indicating the Interaction Effect of Flexible Lockdown 












Constant 27.69 24.24 31.15 
Work-family conflict 0.08 -0.35 0.51 
Flexible lockdown work arrangements -3.38 -6.10 -0.67 
Work-family conflict x Flexible lockdown 
work arrangements 
-0.35 -0.68 -0.02 
Notes: 95% confidence intervals are percentile bootstrap confidence intervals with 5000 
resamples. 
 
As can be seen from Table 4.10, the interaction effect (work-family conflict x flexible 
lockdown work arrangements) was a significant moderator in the relationship between work-
family conflict and life satisfaction [R 2Δ = .0317, F(1, 108) = 4.380, p = .0385]. Cohen’s 
fsquare was utilised to measure the effect size of this significant interaction effect. The 
calculated Cohen’s fsquare was 𝑓2 = 0.46, which denotes a large practical effect (Cohen, 
1988). 
The interaction effect is illustrated in Figure 4.2. 
60 
Figure 4.2 
Regression Analysis of the Effect of Flexible Lockdown Work Arrangements 
 
Note 1: Black dashed line = full-time; Grey dashed line = part-time 
Note 2: Work-family conflict was centred 
 
From Figure 4.2 it can be seen that an increase in work-family conflict is associated 
with a decrease in life satisfaction for both part-time and full-time employees. At lower levels 
of work-family conflict, those who work part-time and those who work full-time experience 
about the same level of life satisfaction. However, an increase in work-family conflict is more 
sharply associated with a decrease in life satisfaction for those who work part-time than for 
those who work full-time. This shows that part-time work exacerbates the negative 
























4.3.6 Family-Work Conflict, Flexible Lockdown Work Arrangements and Life 
Satisfaction 
Table 4.11 
Moderated Regression Analysis indicating the Interaction Effect of Flexible Lockdown 












Constant 25.64 21.97 29.32 
Family-work conflict -0.04 -0.54 0.46 
Flexible lockdown work arrangements -1.54 -4.37 1.30 
Family-work conflict x Flexible lockdown 
work arrangements 
-0.12 -0.50 0.26 
Notes: 95% confidence intervals are percentile bootstrap confidence intervals with 5000 
resamples. 
 
As can be seen from Table 4.11, the interaction effect (family-work conflict x flexible 
lockdown work arrangements) was not a significant moderator in the relationship between 
family-work conflict and life satisfaction [R 2Δ = .0034, F(1, 108) = .3880, p = .5347]. 
As it was not significant, a simple linear regression analysis was performed to 





Linear Regression to determine Direct Effect of Family-Work Conflict and Flexible 
Lockdown Work Arrangements on Life Satisfaction 
 Step 1 Step 2 
 Unstandardised Regression Coefficients (b) 
Constant  26.93 28.83 
Family-work conflict -.18* -.189* 
Flexible lockdown work 
arrangements 
 -1.44 
Model R2 0.04* 0.05 
Model ΔR2  0.009 
Notes ***p<.001, ** p<.01, *p<.05 
 
As can be seen from Table 4.12, family-work conflict was entered in the first step; 
this step was significant [R2 =0.04, f(1,110) =4.96, p = .028]. In Step 2, flexible lockdown 
work arrangements were entered and this step was not significant [ΔR 2 = 0.01, F(1,109) = 
1.03, p =.313]. Therefore work-family conflict significantly predicted life satisfaction but 
flexible lockdown work arrangements did not. The full model was not significant. 
 
4.4 Chapter Summary 
This chapter presented the results of the study. Significant correlations were found 
between the study variables (work-family conflict, family-work conflict, work engagement, 
burnout and life satisfaction). Significant interaction effects were found for flexible lockdown 
work arrangements between work-family conflict and burnout, and for lockdown 
arrangements between work-family conflict and life satisfaction. Significant direct effects 
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were found between family-work conflict and burnout, work-family conflict and work 





Chapter 5: Discussion 
 
5.1 Chapter Introduction 
This chapter discusses the results that were reported in Chapter 4. The results of the 
correlation analysis are discussed first, with the results of the moderated regression analyses 
and the results of the linear regression analyses following. Finally, an integrated view of the 
results is presented. 
 
5.2 Correlations 
There were significant relationships between the majority of the study variables, 
which show that they are related and possibly influence each other. Work-family conflict and 
family-work conflict were found to be significantly related. Work-family conflict and family-
work conflict had significant correlations with burnout. This is in line with findings by other 
researchers (Balogun, 2019; Buehler & O’Brien, 2011; Demerouti et al., 2001; Mete et al., 
2014; Rupert et al., 2009) and were an expected finding. Work-family conflict had a 
significant negative relationship with life satisfaction. This was also found in literature 
(Kossek & Ozeki, 1998) and was expected. Work-family conflict also had a significant 
correlation with work engagement, which was also found by Braun et al. (2019) and Opie and 
Henn (2013). Life satisfaction showed a significant positive relationship with work 
engagement, and a significant negative relationship with burnout; this is in line with what 
was also found in other studies (Hakanen & Schaufeli, 2012; Medrano & Trógolo, 2018). 
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5.3 Flexible Lockdown Work Arrangements: Work-Family Conflict and Burnout 
The first research question asked whether flexible lockdown work arrangements 
moderated the relationship between work-family conflict and burnout among working 
mothers. 
Flexible lockdown working arrangements were found to be a significant moderator in 
the relationship between work-family conflict and burnout. At low levels of work-family 
conflict, burnout was higher for those who work full-time. Interestingly, however, with 
higher levels of work-family conflict, work-family conflict was more sharply associated with 
burnout for those who work part-time than for those who work full-time. This finding was 
unexpected and rather counterintuitive. No literature could be found that supported this 
finding. 
However, this finding points to interesting aspects of work and work-family conflict 
that may not have been considered earlier. It is possible that mothers who work part-time 
experience more pressure to complete tasks in shorter periods of time. Furthermore, they may 
often be spending more time on work than the part-time hours for which they are contracted 
(Conway & Sturges, 2014), which could result in increased work-family conflict and 
subsequent frustration, stress and eventually burnout. Flexible working hours have been 
linked to reduced allostatic load (a bio-marker used to index chronic stress) (Chandola et al., 
2019). Mothers who work could also be trying to excel in both spheres of their lives, working 
as if they are full-time employees and at home trying to give their children the experience of 
having a stay-at-home mother. Indeed, for working mothers, having flexible work 
arrangements is seen as a means to reach the ideal of being a good mother, wife and 
employee (Glaser & Hecht, 2013). It seems, however, that in the process it causes more 
strain. 
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Because working part-time is not seen as the norm, working mothers, who could 
possibly fear losing this benefit, exhort themselves. They also face dealing with the 
discrimination or devaluation associated with flexibility stigma (Chung, 2020; Stone & 
Hernandez, 2013), where they are seen as being less productive or even lazy because they opt 
for flexible working options. This results in a fear amongst working mothers that flexible 
work arrangements will relate to negative impacts on their careers (Chung, 2020). 
 
5.4 Flexible Lockdown Work Arrangements: Family-Work Conflict and Burnout 
The second research question asked whether flexible lockdown work arrangements 
moderated the relationship between family-work conflict and burnout for working mothers. 
The results indicated no significant moderator effect. 
A further investigation of direct effects showed that family-work conflict was a 
significant predictor of burnout. This was also found by Buehler and O’Brien (2011) and 
Rupert et al. (2009). This finding alludes to the negative impact that family-work conflict has 
on the well-being of working mothers. When employees perceive that their family 
responsibilities clash with their job demands, it could be expected that they will experience 
increased stress, which could subsequently result in burnout. This could result in serious 
negative consequences for both the employee and the organisation. This is significant since 
research have linked burnout and family-work conflict to employees’ intentions to leave 
organisations (Netemeyer et al., 1996; Visser & Rothmann, 2008), resulting in significant 
additional cost in terms of recruitment, training as well as loss in productivity in the time it 
takes to train new employees. This cost could amount to 1.5 to 2.5 times the employee’s total 
salary (Cascio, 2006), depending on the level of employment. 
Flexible lockdown work arrangements were not a significant predictor of burnout. 
This was surprising, considering the additional stress and uncertainty experienced by most 
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participants during this time of lockdown. It is possible that the circumstances surrounding 
the lockdown might have had a more significant impact on well-being than work 
arrangements itself. Despite the challenges brought about by the lockdown, such as the fear 
of getting sick, the social isolation and the financial impact, to name but a few, a recent 
Deloitte Report (2020) revealed that a third of participants indicated a preference for 
permanently working from home in future. The lack of a significant finding may also be 
owing to the fact that the different options for work arrangements had to be collapsed. 
Therefore, finer distinctions among different flexible and fixed work arrangements went 
unnoticed. 
 
5.5 Flexible Lockdown Work Arrangements: Work-Family Conflict and Work 
Engagement 
The third research question asked whether flexible lockdown work arrangements 
moderated the relationship between work-family conflict and work engagement for working 
mothers. 
The results indicated no significant moderator effect for flexible lockdown work 
arrangements between work-family conflict and work engagement. 
Upon further investigation, it was found that work-family conflict negatively 
predicted work engagement. This was an expected finding and is in line with previous studies 
(Braun, 2019; Hakanen et al. 2011). When a person experiences pressure between work and 
family, it is highly likely that they would find it difficult to fully immerse themselves in work 
and be completely dedicated and energetic, and these are the essence of work engagement. 
This is in line with studies which indicate that constant high job demands, which have a 
relationship with work-family conflict, result in a deterioration of physiological and 
psychological health, as well as low energy levels (Bakker et al., 2005). Engaged employees 
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have also been found to have high energy levels, as well as experience pride and passion for 
their work; they are seen as being captivated by their work and the converse have been found 
for disengaged employees (Bakker et al., 2014; Hakanen & Schaufeli, 2012; Schaufeli et al., 
2002). Further studies confirm a positive relationship between work-family and 
disengagement (Barnett, 1998; Boyar et al., 2008). 
Flexible lockdown work arrangements did not predict work engagement. This 
indicated that whether a person works full-time or part-time does not have an effect on the 
work engagement experienced. Interestingly, although one would have expected changing 
work arrangements during lockdown to influence work engagement, it did not do so. 
Although this may be owing to the fact that those full-time employed prior to lockdown 
remained full-time employed during lockdown, part-time employed remained part-time 
employed, and so on, the fact that the majority of participants’ work became home-based 
would lead one to think that flexible lockdown work arrangements may have predicted 
differing levels of work engagement. A study setting out to investigate the influence of 
flexible working hours on engagement and exhaustion proved to be inconclusive (Ceribeli & 
Rocha, 2019; Ter Hoeven & Van Zoonen, 2015). The lack of a significant finding in this 
regard may be attributed to the way in which the work arrangement categories were collapsed 
to conduct the analysis. 
 
5.6 Flexible Lockdown Work Arrangements: Family-Work Conflict and Work 
Engagement 
The fourth research question asked whether flexible lockdown work arrangements 
moderated the relationship between family-work conflict and work engagement for working 
mothers. 
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The results showed that flexible lockdown work arrangements did not moderate the 
relationship between family-work conflict and work engagement. Linear regressions analysis 
also indicated that neither family-work conflict nor flexible lockdown work arrangements 
predicted work engagement. In a study looking at the relationship between flexible work 
relationships and engagement (Timms et.al. 2015), a significant correlation was found. This 
same study did, however, find that this relationship would diminish over time. This finding is 
in contrast to a study by Eckart and Ziomek-Daigle, 2018 which concluded that family-work 
conflict has an effect on engagement which is significantly impacted if the age of the 
youngest child is younger than five. In this particular sample the, the average age of the 
youngest child was 6.79. 
The mean score for family-work conflict is lower than for work-family conflict and it 
alludes to the possibility that, for working mothers, work-to-family conflict is more of a 
concern than family-to-work conflict. The mean score for work-family conflict falls into a 
higher than average range, whereas the mean score for family-work conflict is about average. 
Perhaps family-work conflict would relate significantly with work engagement only at higher 
levels of family-work conflict. 
The lack of a significant finding in this regard may also be attributed to the way in 
which the work arrangement categories were collapsed to conduct the analysis, which made it 
impossible to detect finer distinctions. 
 
5.7 Flexible Lockdown Work Arrangements: Work-Family Conflict and Life 
Satisfaction 
The fifth research question asked whether flexible lockdown work arrangements 
moderated the relationship between work-family conflict and life satisfaction for working 
mothers. 
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Flexible lockdown work arrangements had a significant moderating effect on the 
relationship between work-family conflict and life satisfaction. Studies in line with this 
finding reveal a distinct indication that the conflict working mothers experience is associated 
with psychological distress and dissatisfaction with life (Bilodeau & Marchand, 2020; Davis 
et al., 2017; Hakanen & Schaufeli, 2012; Schutte et al., 2019; Wong, 2011). Conducting a 
meta-analysis, 26 studies were found to indicate a consistent negative correlation with life 
satisfaction, regardless of the direction of the work-family conflict or family-work conflict 
(Kossek & Ozeki, 1998). These studies, however, refer to direct relationships. 
In this study an increase in work-family conflict was associated with a decrease in life 
satisfaction for the part-time and full-time working groups. This alludes to the demands that 
were made on these mothers during lockdown. It must be borne in mind that this study was 
conducted among mothers who have children under the age of 18. With children ranging 
from pre-school to high school, with the average age of the youngest child being 6.79, this 
particular sample was required to home-school (80.3%), and had to do more domestic tasks 
as well (domestic help decreased from 73.2% pre-lockdown to 36.1% during lockdown). An 
increase in work-family conflict with an associated decrease in life satisfaction is therefore to 
be expected. 
In this study, however, higher levels of work-family conflict were associated with a 
sharper decline in life satisfaction for those who work part-time than for those who work full-
time. This finding initially appears counterintuitive. Closer consideration suggests that 
women who make use of flexible work arrangements would most likely have to work harder 
than their full-time colleagues to prove themselves. Workload is often not adapted to take 
into consideration the reduced hours in the office, and despite this, they still need to deal with 
the impact of the flexibility stigma (Chung, 2020; Stone & Hernandez, 2013). All of this 
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indicates that having the perceived ideal benefit of part-time work could in fact lead to more 
stress than working set hours. 
It is possible that those who work part-time actually work more overtime, (Abendroth 
& Reimann, 2018; Conway & Sturges, 2014), and experience pressure and expectations to 
perform, as well as an increased workload (Derks et al., 2014). This can be seen as 
exploitation of flexible workers (Conway & Sturges, 2014) and can be increased due to a lack 
of boundaries (Medrano & Trógolo, 2018; Park et al., 2020). Practically speaking, workers 
who know they work full-time hours have to deal with the accompanying work-family 
conflict, but those who are supposed to work only part-time and then end up working more, 
will experience it much more negatively. Some workers feel they should have the “right to 
disconnect” following a day at work despite the “always available” culture emerging (Park et 
al., 2020). This highlights the need for ethical guidelines regulating the use of technology for 
work after hours (Park et al., 2020). 
 
5.8 Flexible Lockdown Work Arrangements: Family-Work Conflict and Life 
Satisfaction 
The final research question asked whether flexible lockdown work arrangements 
moderated the relationship between family-work conflict and life satisfaction for working 
mothers. 
The results showed that flexible lockdown work arrangements did not moderate the 
relationship between family-work conflict and life satisfaction. Further investigation of the 
direct effects indicated a significant direct effect between family-work conflict and life 
satisfaction. This finding is in line with literature (Cazan et al., 2019; Kossek & Ozeki, 1998), 
and researchers have found that the strain caused by family-work conflict, and indeed also 
72 
work-family conflict, is associated with dissatisfaction with life (Bilodeau & Marchand, 
2020; Davis et al., 2017). 
In summary, the results of the study point to the possible downside of working part-
time (which in the context of this study include half-day office-based, half-day home, half-
day home and office, and shortened work week). One would expect that working fewer hours 
would offer a protective effect against the negative influence of work-family conflict and 
family-work conflict on burnout. However, the results showed the opposite. Similarly, part-
time work was also expected to mitigate the negative effect of work-family conflict on life 
satisfaction, but instead part-time work acted as an exacerbator. As discussed, literature has 
shown the downside of part-time work. In addition, one must remember the specific 
demographics of the sample utilised in the study: a sampling of working mothers with 
children ranging from infancy to high school implies a particular life cycle stage (Beigi et al., 
2018; Darcy & McCarthy, 2007), during which the demands of the home is particularly high. 
Different employment benefits might need to be considered for employees especially 
working mothers (Stone & Hernandez, 2013), at different levels of this cycle (Ammons & 
Kelly, 2015; Darcy & McCarthy, 2007). Participants working part-time may have 
experienced internal conflict and frustration when possibly finding themselves devoting more 
time and other resources to work than what they ought to. Several authors (Lautsch et al., 
2009; Park et al., 2020) indicate that in a flexible work environment, boundaries will become 
very important (Medrano & Trógolo, 2018; Qiu & Fan, 2015). For full-time workers, the 
boundaries between work and family may be much clearer than for those who work part-
time. Owing to small numbers of participants in the different categories of work 
arrangements, categories had to be lapsed into two categories in a way that made the most 
sense and it was therefore not possible to measure finer distinctions among the different work 
arrangement options. 
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In general, results of the study showed that work-family conflict is a greater concern, 
with a more significant impact, than family-work conflict. This is interesting since it seemed 
theoretically more likely that an increase in terms of what is required on the home front (e.g. 
household chores and home-schooling, as occurring during lockdown) would have a more 
negative impact on work, than the other way around. There are two possible explanations for 
this finding. Firstly, it is plausible and likely that the sudden expectations in terms of remote 
working that came with the lockdown, increased workplace pressure and requirements (e.g. 
suddenly being forced into the sphere of lifelong learning and becoming versed in technology 
that was not required prior to lockdown) (Everett, 2020; Marr, 2019). Secondly, it alludes to a 
possibility that working mothers rate their roles at home as more important than their work 
roles (Bhatnagar & Rajadhyaksha, 2001; Radhakrishnan, 2009; Jones, 2020). Life-role values 
were found central to this, as many women value their role as mother and thus work-life 
balance more than other employee benefits (Wayne & Casper, 2016) necessitating 
organisations to look at more individualised benefits focused on the need of working mothers. 
When family is one’s first priority, frustration in terms of the influence of work on family 
responsibilities, more so than the other way around, is to be expected (Jones, 2020). 
Interestingly, flexible lockdown work arrangements did not have a significant impact 
on any of the well-being outcomes (burnout, work engagement and life satisfaction). This 
result points to the notion that the work arrangements became an issue only in interaction 
with a job-demand factor, namely work-family conflict. Studies have linked flexible work 
arrangements with reduced work-family conflict, (Buehler & O’Brien, 2011; Gajendran & 
Harrison, 2007) less depressive symptoms and improved perceived overall general health 
(Buehler & O’Brien, 2011), which this study did not support. Of course, the different studies 
measured different forms of flexible work arrangements. Flexible lockdown work 
arrangements did however moderate between work-family conflict and burnout, and work-
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family conflict and life satisfaction. Second to this, in this study work-family conflict and 
family-work conflict were found to have significant relationships with burnout, work 
engagement and life satisfaction. In this context, alternative work arrangements do become 
important to reach a better understanding of how work arrangements can assist individuals to 
cope with the strain between work and family. 
The importance of the findings in this study will extend beyond post-Covid-19 and 
post-lockdown times, as many of the changes (such as remote working) that came about as a 
result of the pandemic will likely be maintained after it. 
 
5.9 Chapter Summary 
This chapter delivered a discussion of the results of the study. The study provided 
some support for the hypothesis that flexible lockdown work arrangements interacted in the 
relationship between work-family conflict and well-being outcomes. Work-family conflict 
appeared to be of particular importance in relation to flexible lockdown work arrangements, 
burnout and life satisfaction. Direct effects were observed between family-work conflict and 
burnout, work-family conflict and work engagement, and family-work conflict and life 
satisfaction. This points to the linkages between work-family conflict and family-work 
conflict on the one hand, and well-being outcomes on the other. Flexible lockdown work 
arrangements did not have direct effects on well-being outcomes in this study. 
In the next chapter an overview will be provided, firstly of the reasons for undertaking 
the study, and then the main findings will be highlighted. This will be followed by theoretical 
and practical implications. Limitations will be mentioned and, lastly, recommendations for 




Chapter 6: Conclusions and Recommendations 
 
6.1 Chapter Introduction 
The concluding chapter provides an overview of the reasons for undertaking the 
study. The chapter moves on to discuss the main findings and its theoretical and practical 
implications. Limitations are then identified and discussed. Lastly, recommendations for 
future studies are highlighted. 
 
6.2 Reason for Undertaking Research 
In an attempt to reach the goal of being the ideal wife, mother and employee, many 
women aspire to have careers which allow flexibility with the hope that this will relieve the 
work-family conflict they experience. Overall well-being of working mothers should be of 
high importance for organisations, since they constitute a large proportion of the workforce. 
With the increased prevalence of flexible work arrangements made possible with technology, 
the aim of this study was to investigate the moderating effect flexible work arrangements 
could have on the relationship between work-family conflict and selected well-being 
outcomes (burnout, work engagement and life satisfaction) for working mothers. The study 
was set within the Covid-19 pandemic in South Africa, with lockdown in place. 
 
6.3 Summary of Findings 
Significant interaction effects were found for flexible lockdown work arrangements 
between work-family conflict and burnout, and for lockdown arrangements between work-
family conflict and life satisfaction. Significant direct effects were found between family-
work conflict and burnout, work-family conflict and work engagement, and family-work 
conflict and life satisfaction. 
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6.4 Implications of the Study 
Theoretically, the study firstly provides evidence linking working arrangements to the 
JD-R theory as a job resource. It also adds to the theoretical knowledge base related to work-
family conflict, with a particular focus on working mothers. Additional to this it adds to the 
available theory related to the Covid-19 pandemic and the effect of the subsequent lockdown. 
This could provide guidance on how to deal with similar situations in future. 
Practically, the study shows that work-family conflict has direct impacts on well-
being outcomes. It also shows that work arrangements can influence the strength of the 
relationship between work-family conflict and well-being outcomes (in this case particularly 
burnout and life satisfaction.). 
This tells us that work-family conflict remains a concern that employers should take 
notice of. This is especially true during the lockdown environment, where it becomes even 
more pronounced because boundaries between work and office have become blurred. 
Interestingly, this is particularly a concern for those mothers who work part-time and 
suggests that boundaries may be less clear for them than for full-time working mothers. 
Some practical initiatives organisations could consider would be the implementation 
of policies with clear guidelines in terms of boundaries; these would include aspects such as 
appropriate times for communication, as well as virtual meetings, etc. This is especially 
important considering early indications that working from home will become more prevalent 
going forward. Organisations could also provide sufficient resources to set up workspaces 
with a physical boundary separating it from the rest of the house, perhaps in the form of 
movable room dividers. Ergonomically designed office furniture for use at home could also 
become a benefit provided by the organisation. This study focused on working mothers with 
children under the age of 18. During this specific time in their life cycle, they have unique 
77 
responsibilities and needs. Organisations and employees could benefit from providing an 
employee value proposition closely aligned to those needs. 
Change management initiatives could be offered virtually to help employees cope 
with the change; this will also aid in building a supportive culture required for the successful 
implementation of flexible work arrangements. Managers would benefit from training related 
to managing virtual teams, and to identify individual needs of employees based on aspects 
such as personality. Well-being initiatives could be implemented in the form of well-being 
days and counselling could be made available for employees. These initiatives all fall within 
the sphere of industrial psychology, thus employing the services of an Industrial Psychologist 
to identify initiatives unique to the organisation could be beneficial. 
It is important to note that changes in working environments and working conditions 
that were coming along slowly as part of the 4th Industrial Revolution were hastened along by 
the Covid-19 pandemic. Many of the changes in work brought about by the pandemic and 
lockdown will likely become permanent post-pandemic and therefore the results of this study 
will remain relevant. 
 
6.5 Limitations of the Study 
The study had some limitations that should be taken into account. Firstly, the study 
commenced prior to the Covid-19 pandemic reaching South African shores. The initial 
planning and framework for the study thus did not incorporate the effect the virus might have. 
I therefore had to adapt my study when it was already in a fairly advanced stage (although 
this also enabled me to contribute to research that relate to the impact of Covid-19 on the 
world of work). Additional to this, a cross-sectional research design was utilised, and so 
causal effects could not be established. This is especially relevant for this study, since the 
period of data collection coincided with different levels of the imposed lockdown regulations. 
Furthermore, convenience sampling was used, which also limits generalisation. The small 
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sample size compelled me to collapse the various forms of flexible work arrangements into 
only two categories. I would have liked to investigate finer distinctions between working 
arrangements but this was not possible. Additionally, the sample was not representative of the 
South African population, with a majority of participants being White. 
 
6.6 Recommendations for Future Research 
Repeating this study under normal (non-lockdown) circumstances could provide 
interesting insights pertaining to different working arrangements of working mothers and 
their impact. For this to be done effectively, a large enough sample would need to be obtained 
with enough responses in each of the different working arrangement categories. Doing a 
longitudinal study could also provide interesting results as constructs, such as work 
engagement, could also be considered as states rather than traits. The mediating role of work 
arrangements should also be investigated. 
 
6.7 Conclusion 
The study set out to investigate whether flexible work arrangements moderated the 
relationship between work-family or family-work conflict and selected well-being outcomes, 
namely burnout, work engagement and life satisfaction. Results showed that flexible 
lockdown work arrangements significantly interacted in the relationship between work-
family conflict and burnout, and between work-family conflict and life satisfaction. Results 
allude to the possible downside of different forms of part-time work. It therefore suggests the 
importance of employers paying attention to the overall well-being of employees, and factors 
that could have negative effects when implementing flexible work solutions going forward 
after the lockdown. Policies and wellness initiatives should be aligned to minimise possible 
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negative consequences for the employee as well as for the organisation, and particular 
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